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In recent years, the high turnover rate of nurse asserts 
the significance of the study of the organizational commitment of 
this specific group of people. This research will try to identify 
the causal determinants of the organizational commitment and pay 
attention to the relative effects of different sets of causal 
determinants by which different theoretical approaches can be 
assessed. From a side-bet approach, the relationship between 
personal attributes, structural factors of the larger society and 
organizational commitment will be evaluated. Secondly, the social 
psychological approach suggests us to assess the relationship 
between the job satisfaction and organizational com~: i tmen t . 
T~irdly, form the argument of a social relation approach, the 
subordination to doctors of the nurses will act as the 
independent variable and its effect on the o:-ganizational 
co ;nmitrent can be illustrated. Another major interest of this 
study is to highlight the importance of occupational image as the 
conditional variable to interact with the above independent 
variables for determining the organizational commitment; in other 
words, the above relationship between organizational CO!'I::rrtltment 
and independent variables may be different among different groups 
of nurses with specific types of occupational lmage. Moreover , 
via the incorporation of occupational lmage as the conditi o nal 
-4 . 
variable, the research also hopes to highlight the weak~ess of 
the management-oriented perspective which governs the developrr ent 
of the 
refine 








Data from a cross-sectional sample survey of Hong Kong 
hospital nurses are used to test the hypotheses involved. 
Multiple regression analysis lS the major statistical instrument 
for estimating the relative effects of the ind~pendent variables 
and speciOfication model of elaboration analysis will be used to 
illustrate the effect of interaction between occupational lmage 
andl independent variables on the organiza t ional commitm e nt. 
Th e research findings reveals tha t different th e oretical 
approach has signifi c antly different e xpl ctnat o ry power ~mong th e 
nurses with different occu p ational lmage. While 
approach can be especially prO ITl lSlng among the "detachE:rs", th e 
social psychological and social relation approach have do minant 
effect among the "bureaucrats" and "professionals" respectively. 
The succ e ssful conditional effect of occupational lmage can well 
assert the blindness of the management oriented perspe c tive. 
Again, the research result implies certain practical 
implications a mong which the interplay betwee n 
professionalization of nurses and the variation of 
organizational commitment lS a very important lssue under th e 
medical surveillance in the present hospital setting 
addition, the relationship between organizational commitment ana 
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Chapter ONE 
Introduction 
From the perspective of management, the importance of 
studying the linkage between organization and its member is 
easily to be understood. Stronger linkage can avoid 
absenteeism, turnover and maintain the productivity of the 
organizations. Obviously, this kind of study 1S also 
significant 1n a marco-level of reality as Mowday and 
others(1982) state the issue very sharply with the context 
of United States: 
"When both quality of membership and membership 
status linkages are low throughout a large number 
of work organizations, the level of productivity 
and the quality of products and services in a 
~ciety would be affected. This issue is likely to 
be important in the next few years. The level of 
productivity and the quality of goods and services. 
have become issues of national concern as the 
competitive position of the United States has 
declined...... Although slow growth in pro-
ductivity rates may be due to a number of complex 
factors, the quality of employee linkages to 
organizations is often mentioned as at the core of 
1 
the problem." 
In other words, the strength of the organization-
member linkage can well have societal-wide influence, 
eipecially when the organization is providing public service 
at tbe streetlevel(e.g. the hospital). Therefore 
"organizational commitment" as one crucial aspect of the 
lin~age lS a very attractive research topic while the 
1. Mowday,R., Porter, L. and Steers, R. (1982) ,p.5-6. 
1 
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organizational commitment can be viewed as the relative 
strength of an individual's identification with and 
involvement in a particular organization . 
In recent years, a substantial amount of effort has 
been spent on the analysis of the causal factors of the 
organizational commitment. Indeed, this enthusiasm stems 
from the proved relationship between the organizational 
commitment ' and other areas of organizational behaviour. 
Some studies showed that lower level of organizational 
commitment can lead to turnover (Mowday and others,1979; 
Price and Mueller,1981; Porter and others,1974), absentee-
ism(Angle and Perry,1981) and poorer work morale(Steers, 
1977). Taken together, these accumulations of research 
~ 
results assert the significance of the identification of the 
antecedents of the organizational commitment. 
The purpose of the present study is to illuminate the 
causal determinants of organizational commitment and the 
comparison of their relative influence. The research target 
lS the hospital nurses in Hong Kong. The selection of the 
target is based on the consideration of practical importance 
as follows: 
-I , 
Organi'zational Commi tment or Occupational Commi tment 
Undoubtedly-, --In Hong Kong, the lay concern is 
concentrating on how to retain the nurses in their 
occupation but not to keep them In the hospital. That is, 
the organizational commitment of the nurses is always kept 
out of the agenda of the public discussions. 
But it does not mean that the research of the commit-
ment among nurses in the level of organization is senseless. 
The usual oversight of this topic is due to the popular 
conception that the warning about the problem of the nurslng 
team is nor 8 ally in terms of the weak occupational commit-
ment among the Hong Kong nurses. 
For ex~mple, the government spokesman labeled 1989 as 
a year of ~nprecedented crisis of the medical serVlce 
because of the large turnover of the medical personnel, 
1 
especial l y tte occupational leave of the nurses . 
2 
Moreover r 
the recent episodes of industrial actions have always 
place~th~ improvement of occupation-based interest as their 
target for collective struggle. These appeals indirectly 
glve the lay public an impression that the nurses' occupa-
tional l inkage is in question. All in all, the message 
1. Please see the Wah Kiu Yat Po, p.3, 1989/12/29. Another warn-
ing urged by the labor side can be a l so found in the survey 
conducted by the Office of Legislative Councillor, Mr Chow Mei-
tak( Hong Kong Standard,p.4, 1989/12/23) and it discovered that 
74% of the sarr. ple said they were considering leaving the profes-
Slon. 
2. ThE). industrial actions concerned can be reviewed from the 89 
midwives' action(South China Morning Post,p.2,8/12/1989)and the 
collective effort paid by the Asociation of Nursing Staff to 
prevent the change of the employing structure due to the estab-
lishment of the Hospital Authority(Hong Kong Economic Times, 
'p.10 , 13/7!1990 and Hong Ko~g Economic Times, p.8, 16/6 / 1990 ) . An 
exceptional case might be the collective protests held by the -
nurse among the Tung Wah Group of Hospitals which fought against 
the management party ln the hospitals( South China Horning 
Post, p. 2, 8/12 / 89) 
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conveyed is that the public benefit is now bound with the 
occupational commitment of the nurses, and thus the influ-
ence and importance of organizational commitment is well 
conf0unded or submerged in comparison with this heated 
disscussion of occupational linkage. 
' However, as indicated in the previous introduction, 
the weak organizational commitment of nurses can also lead 
to poorer job performance and lower job morale. Besides, 
even if the nurses only exit from the hospitals but stay In 
the occupation, it can still incur a large amount of 
cost{the transaction cost for recruiting new nurses or the 
cost of new nurses' training). 
Thus, the public fortune is still upsetted by the lack 
of the commitment in the organizational level. In addition, 
~ 
we must recognize the fact that most of the nurses are still 
working In the hospitals. In other words, the findings about 
the causal determinants of the organizational commitment can 
indirectly provide the clue to retain the nurses In the 
occupation through the improvement of their hospital commit-
ment. 
Viewed jointly In the above, the study of the 
organizational commitment and its causal determinants has 
its immediate practical significance. On the other hand, in 
a pure ' tfieoretical plane, the ultimate goal of the research 
is to highlight the hidden research assumptions of the 
ongolng debate concernl.ng the explanation of the 
I 
, . t organlzatlona . commitment. These assumptions locate the 
debate in . a management-oriented perspective which lS the 
4 
",: -: :.. : ' .~" ' : 
major obstacle for preventing the development of a more 
promising explanatory model of t~e target variable. More 
concretely, this task will be succeeded through the • 
incorporation of the occupational image as a conditional 
variable. All of these theoretical arguments will be 
delineated in the next section. 
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Chapter TWO 
Literature Review and Theoretical Discussion 
(I) The Debate 
Since Howard Becker (1960) developed the concept 
11 s ide-be t ,j . to explain the phenomenon of conuni tmen t, 
"organizational commitment" has been a popular topic among 
organizational and industrial researchers. Reichers(1985) , 
In 1985, identified 11 studies placing the organizational 
commitment as independent variable and more than 20 studies 
viewing it as a dependent variable. Although the literature 
is so voluminous, two sets of variables corresponding to two 
theoretical approaches can be easily identified when the 
researchers try to build up the model of explanation of 
organf~ational commitment: 
( 1 ) Side bet or structural approach with the 
variables such as age, tenure or personal demographics and 
structural factors lD the large society ( e . g . the labor 
market condition). 
(2) Social psychological approach with the variables 
such as satisfaction with coworkers satisfaction with 
supervision style, that is the variables of social 
-I . 
psycholo~ical ' perception of the organizational reality. 
The debate around the side bet approach and social 
psychological approach was put into the forefront by the 
! 
Howard Becker(1960} 's famous notion of "side bet" or 
6 
.- - ;. 
investment. He. argued that over a period of time, certain G 
costs · accrue which make one more difficult to withdraw from 
a course of activity; such as working for a particular 
organization. The greater the costs and investments 
becomes, the more committed one will be ln the working 
organization. More importantly, he also proposed that these 
side bets or investments are structurally arranged by the 
larger society or one's demographic characteristics. 
Therefore, the most crucial argument of this approach 
is that the commitment to the organization is totally inqe-
pendent of the organizational life because the demographic 
characteristics and structural conditions of the large 
society are irrelevant with the daily operation of the 
organization. Put it another way, the organizations may be 
in va1n t o improve the involvement of their members since 
their behaviour is determined by the parameter beyond the 
organization. 
Several empirical studies support the Becker's thesis 
that certain side bet variables determine the organizational 
commitment. Alutto et. al (1973) found that age, marital 
status, years of experience were positively correlated with 
the organizational commitment. Besides, Gould (197S) echoed 
the above research findings with the similar results that 
tenure~ sex and organizational rankings were all positively 
related to the organizational commitment. Steers (1977) 
and Stevens et. al (1978) also concluded that organizational 
i 
commitment was only a result of what a member brings to 
organization Vla his personal history and personal at-
7 
tributes. 
Another opposing approach, the social psych~logical 
approach, was put forward by Ritzer and Trice (1970) when 
they tested the structural factors of side bet hypothesis 
with a sample of personnel managers. 
They found there is no relationship between organiza-
tional commitment and age, education, marital status or 
other side bet variables. Instead, they proposed an alter-
native approach to explain the organizational commitment 
which put emphasis on the social psychological factors or 
the employee's perception of their organizational reality. 
Following their lead, Porters and Steers (1973) 
claimed that each of the facets of job satisfaction was 
significantly positively related to the organizational 
~ ~ ..-
commitment. Brief (1976) joined the team to argue that, 
among hospital nurses, satisfaction with the work itself was 
strongly related to the organizational commitment than lS 
any of the other psychological reactions to be examined. In 
1 
Hong Kong, Liu (1973) also discovered that nurses with the 
dissatisfaction with the material incentives would be less 
likely to provide adequate work contribution and to alienate 
from the working hospitals. 
This approach insists that the perceptual definitions 
<d . 
of the organizational members such as perceived job satis-
faction and conflict in daily life within the organization 
1. It is an article in Chinese ~ersion and please find it In the 
Chinese bibliorgraphy, no.l. 
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are the most influential causal determinants of the commit-
ment. The major theoretical argument of the approach is 
rooted in the assumption that the bond of workers to the 
employer is in terms of the affective ties or reactions 
engendered by the psychological feelings of the work. The 
practical implication of the approach may be that the organ-
izational performance. can be al tered through the change of 
organizational policy or reality for generating different 
perceptions of the members. 
Comparisons of the two approaches were done by many 
studies among different occupations Angle and Perry 
(1981), from the data of a sample survey of blue collar and 
unionized employees, concluded that social psychological 
approa<;h ~ «-received more support from the statistics while 
both sets of variables can explain significant amounts of 
varlance in commitment. 
However, after uSlng longitudinal data collected from 
a sub-sample of subjects surveyed five years earlier by 
Shoemaker et. al (1977), Snizek and Little (1984), found 
that structural variables appeared to be slightly better 
predictors of commitment than do social psychological varia-
ble~. Furthermore, Brief and Aldag (1980) used hospital 
nurses-t. as the target for analysis and they found that both 
approaches are useful to explain ~he organizational commit-
menta 
All ln all, there 1S no consensus on which one of the 
9 
approarih~~ - is more -promising and there is a lack of compari-
son of them in a Chinese society. 
Although some researchers have recently discovered that 
both sets of variables can only explain a portion of the 
variation of the organizational commitment, there is still 
no breakthrough to revise the two approaches to reformulate 
the theoretical model. On the <;:ontrary, the researchers 
usually suggest that the solution of the impasse that new 
variables which are still located within the two approaches 
should be added to 1ncrease the explained variance of -the 
1 
organizational commitment . 
Instead, in the following sections, it 1S argued that 
the two approaches have shared the same weakness - both of 
them are employing the management-oriented perspective to 
deal with the research problem. This perspective will be 
argued to be the most fundamental obstacle to prevent 
further theoretical development around the debate of organi-
zational commitment. 
~ -
1. The most typical example of this standpoint can be found In 
Brief and Aldag(1980) . 
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(11) .Manaaement-oriented Perspective ot Oraanization · 
. ResearCh 
The core element of the management-oriented perspective 
is the assumption that all the organizational researches 
should have the purpose to advance the manager's (or the 
master of the organization) knowledge and strategies to 
maintain the efficieni operation. and achieve the goal of the 
organization. 
As Alvesson (1987) defines the management-oriented 
perspective of organization theory are the "descriptions 'and 
theories about work· organiza tion -and --ot--h-er elements in the 
structure of organizations which take account of dominant 
1 
alms of organizations, usually economic efficiency." In 
addition, he adopts the surr~aries of basic characteristics 
in the dominant organization researches made by Zey-Ferrell 
(1982) to indicate the assumptions of the perspective: 
1. There is a consensus of goals among organizational 
members which unites them in a well-integrated 
system. 
2. Organizations can be understood as a result of their 
pursuit of goals / needs fulfillment. 
3. ,"-Research questions are directed toward how 
efficiently and effectively the organization obtains 
its goals. 
1. Alvesson(1987) fp.l. 
11 
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4. Researchers analyze -questions and p~oblems _ which 
are concern to managers and dominant elite which in 
turn enables them to better realize their objedtive 
of perpetuating control and dominance. The origin of 
power-relationship is seldom among these questions. 
5. It is assumed that values and interests of management 
and r,-forkers are the same; they are neither 
contradictory nor antagonistic ,and therefore not In 
conflict. 
6. Due to this consensus, data gathered from managers 
and/or respondents from the dominant coalition may 
1 
be generalized to the organization as a whole . 
The above assumptions can be grouped into two research 
implications --(1) From assumptions 3 and 4, certain 
research problems are preselected qr the discourse and 
problematic of organization researches are well defined or 
limited to the interest of management. (2) From the assump-
tions 1, 2, 5 and 6; the research populations in the organi-
zation are predetermined as the same category l1employeefl 
even if they are located 1n different occupations and work-
groups. 
<d _ 
This implication of reduction of research populations 
1. These SlX 
Alvesson(1981) , p.167 
reIl (1982) . 
characteristics are recorded 




to "employee" can easily be deduced from the assumptions 
1 , 2 , 5 and 6. Because when the organization is a well-
united system and th~- ~orkers have the same values and 
interests, there is no need to differentiate organizational 
members with occupations, job-tasks or other frame of refer-
ence. 
If the two research i mplications are used as criteria, 
organizational commitment studies are well suited in the 
management-oriented perspective. Obviously, the researchers 
of organizational commitment have a common research purpose 
to serve a more efficient management. Since they always 
argue the significance of doing the organization commitment 
researches 1S hinged on the fact that the organizational 
commit~en ~ 1S proved to be highly correlated with employee 
turnover which 1S very costly to the organization and ln 
turn; be harmful to the organizational planning, management 
and stability. 
The second research implication may well be reflected 
., 
~ 
1n the usual comparison studies done by the researchers. 
They always compare different work groups in the performance 
of organizational commitment and they usually suit the 
difference among samples in te~ms of different types of 
crgani~a~ion but not in terms of work-tasks or other fac-
tors. 
1. The usual targets for comparison are the U.S. and Japan 
workforce, for example: Lincoln and Kalleberg(1985) and Marsh and 
Nannari(1977) . 
13 
That is ,wi thin the same organization , ;' the _. organi~ac~ . 
, : ; - - - -
tional member can still be the same category of emp16yee~ 
Even in the research with only one working group or qne 
occupational group, the researchers very often ignore the 
specific occupational attributes. 
These two research implications are interrelated. 
When the researchers place the efficient management as their 
ultimate purpose of research, the existence of organization 
is always prior to the individual employee when the re-
searchers consider the problematic of their research prob-
lem. Then they have no strong theoretical desire to refor-
mulate their problem on the basis of different employee 
assumption. But it is not equivalent to say that the man-
agement-oriented purpose must imply the homogeneous employee 
~. ~ or 
assumptl0n. Instead, it wants to argue that the former has 
a special affinity towards the latter. 
These two implications are always received a lot of 
attacks. The attack of the first implication may be ex-
tracted from Bravermen (1974) : 
"The problems addressed are the problems of man-
agement dissatisfaction as expressed in high 
turnover rates, absenteeism, resistance to the 
prescribed work pace, indifference, neglect, 
cooperative group restriction on output, and overt 
hostility to management. As i -t presents itself to 
most of the sociologists and psychologists are 
concerned with the study of work and workers, the 
problem is not that of degradation of men and 
women, but the difficulties raised by the reac-





When research purpose is predefined to be the service 
of management, certain research problem (e.g. the degrada-
tion of work) may be rejected or preempted. This line of 
attack has its echo. 
For example, Anthony (1977) criticizes certain social 
scientist are recruited to serve the mangers and preselect 
their research problem: " The psychologist was first 
concerned to measure, monitor and control the individual em-
ployee. · The problem is clearly sta ted - Our problem is ' to 
understand the changes that the organization and the 
individual) will have to make if it is to obtain the possi-
2 
ble energy for productive effort." 
But this attack may be, to a certain extent, unfair 
and overstated. Inevitably, every researcher must confine 
his research interest to certain topics due to his personal 
interest or loyalty to other authority (agenda-setting is 
always inevitable) . Moreover, we have no prior ground to 
claim certain research questions (the degradation of work) 
be more important than others (employee turnover). This 
attack may also be irrelevant to the impasses of organiza-
tional commitment debate. 
~ . 
1. Braverman(1974), p.141, in fact, the major objective of Brav-
erman was to illuminate the inhumanised side of thepopu·lar 
management philosophy, such as the scientific management. 
2. Anthony(1977) , p.231. He not only attacked the psychologists 
but also the behavioural scientists who assist the management. 
15 
On the contrary, the second research implication may 
prevent the meaningful development of organizational commit-
ment studies. 
When all the research population in the same organlza-
tion are only employees who have the same characteristics, 
certain theoretical consequences are also accompanied. 
Organizational members have only one identity of employee in 
the sense that different sources of subjective values to 
work may be refused to recognize. Therefore, the interac-
tion between organization and other segments of the larger 
society (e.g. class, occupation) in terms of employees' 
orientation to work (which is formulated outside the organi-
zation is ignored. In fact, the perspective does not 
allow the ~ intrinsic meanings attached to different works or 
job tasks because different meanings of works or job tasks 
may imply different groups of employee with different char-
acteristics. 
Maanen and Barley(1984) present these theoretical 
consequences very sharply : "From the organizational per-
spective (management~oriented perspective), a person's work 
is but a small part of the larger problems of coordination, 
authority, workflow, production method, or service design . 
Work • 01 . lS a concept subsidiary to the more abstract (but 
logically intervened) relationships that are thought to 





Methodologically, the pomogeneous employee implication 
may tend to favour a variable-survey analysis as there is no 
immediate necessity to ethnographically trace the exact 
working setting and social relationship within the organiza-
tion (In organization commitment debate, up to 1989; there 
is still very few ethnographical method employed). Fur-
thermore, a variable analysis can well be the basis for the 
pursuit of a general model. 
This ambition of the general model-building can ' be 
usually found In the recent studies about American and 
2 
Japanese worker commitment studies . Of course, a differ-
ence in findings is unavoidable among different samples but; 
the strategy to deal with the difference is simply to reduce 
~ 
the difference into the notion of "organizational practice" 
or "types of organization". 
For example, when Chelte and Tusky(1986) study the 
difference of organizational commitment among managers, 
professional and blue-collar workers; they suggest the 
difference in findings among these three working groups is 
due to the different organizational types. 
Organizational commitment researchers, who is located 
in the' management-oriented perspective and based on the 
1. Maanen and Barley(1984) ., p.289. 
I 
2. Fbr example, Lincoln and Kallerberg(1985) hoped to find out 
the universal factor that determining the organization commitment 
th~ough the study of U.S. and Japan employee. 
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homogeri-eoils employee assumption, refuse to reformulate their 
theoretical framework form the reference of workers' specif-
ic attributes. 
For this reason, the management-or.iented perspective 
may not allow the researchers of organizational commitment 
to approach the problems with a localized boundaries with 
1 
the criteria of work, job-tasks or occupations This 
separation of employee from other social arena may be the 
most serious weakness of the perspective; As Alevsson de-
scribes this weakness well with the term -- "aggregate V1ew 
of organization": 
"Instead various categories of employees are 
regarded as a single often entirely artificial, 
aggregate, whose common denominator 1S they belong 
to the same organization ...... It is however, 
probIematical when organizational theoreticians 
can often present a picture of organizations as 
largely homogeneous in various subjects and in 
fact they normally contain a high degree of 
differentiation in terms of job condition and 
organizational principles as well as of the 
cultural dimensions of the individuals and groups 
2 
contained in the organization." 
Although the researchers presuppose homogeneous em-
ployee; there is still the problem of which characteristics 
the model of homogeneous employee have. If we can find out 
~ . 
1. In fact, some researchers discover this shortcoming very 
recently. For example, Gray(1989) suggested the future study 
after his discussion about the determinants of organizational 
commitment of teh nurses that "Although this researc-h has been 
valuable, it has not addr~ssed the meaning of commitment to work 
1n the context of a part~cular occupation. However the question 
of occupational ocntext may be important."(Gray:1989,p.810-811) 
2. Alvesson(1987), p.13~-137. 
18 
'what'- these characteristics are, the attack of the above 
weakness will be more sound. The model of employee employed 
by management-oriented researchers can well be found in the 
organizational commitment studies. 
01 . 
19 
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(III) The Implicit Modeiof Actor -; 
RationalorB~h~~ioristic 
In the side bet approach of organizational commitment, 
all the actors or research populations are implicitly as-
sumed to be homogeneous rational actors. As indicated in 
the previous section, organizational commitment can be 
explained by the demographic variables and structural condi-
tions of larger society. 
These variables are argued to automatically produce 
the organizational commitment but clearly, the mechanism ' of 
the effects must --be buil t on the accurate cost-benefi t 
analysis of the actors. For this logic, the structural 
approach is implicitly presupposing a homogeneous rational 
man model. 
As Stevens and others (1978) argue that this approach 
is developed on the basis of an "economic rationale". The 
calculation of Bconomic incentives becomes the intervening 
mechanism to ensure the structural factors be the valid 
explanatory variables. 
It has no accident that homogeneous employee assump-
tion may especially favour a rational-man model. As the 
management-oriented researchers imply the employee with the 
same characteristics, there is still the problem of which 
od . 
model of characteristics the employees have. The most 
possible mode of thinking employed to salve the problem may 
be imposing an ideal type of actor to the As employee. 
! 
there are no other social arena or frame of reference to 
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provide other c' social identities , or orientat"ions to work, 
then, the ' common denominator of the expectation or work 
value to participate in the employing organization is un-
doubtedly an instrumental or utilitarian attitude. Clearly, 
this is the rational actor model. 
But 'another mode of thinking can also be traced in 
another approach of organizational commitment. While in the 
.. 
social-psychological approach of organizational commitment, 
a behavioristic model of actor is assumed. Since if all the 
employees are predefined to have the same characteristics 
within the organization; they may express the same reaction 
to the same organizational reality. 
Then, there is no immediate need to assume a model of 
actor with different subjects who have specific work value 
(e.g. utilYtarian) ' as the intervening mechanism of studying 
the organizational behaviour. Operationally, the satisfac-
tion or perception of the organizational encounter may be a 
good predictor of the behaviour of employees when they have 
a fixed set of stimuli-response. Obviously; there is the 
implicit logic of social-psychologic~l approach. 
Undoubtedly, different models of actors can be imposed 
to the employees but the above two models may be more 
favoured in the management-oriented perspective. 
od , 
But it is worthwhile to mention the fact that in 
recent work of job mobility or organizational withdrawal; 
the implicit rational actor assumption is made more explicit 
and some improvement have been made. 
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Bounded rationality with imperfect information : ~ and 
knowledge about the labor markets is advocated when - the 
structural factors have their influence on the actor's 
decision to leave the organization. As Halaby(1988) reviews 
the trend that: 
"Over the last two decades, the marriage of human 
capital and information theory has produced an 
array of economlC models that provide a rich 
theoretical portrait of the decision calculus 
surrounding job mobility. Imperfect information 
is a key feature of new models, not only because 
it implies that more information may lead workers 
to better jobs, but because it renders the 
knowledge and perceptions or workers an 
analytically, significant part of job-mobility 
1 
process." 
The imperfect information or bounded rationality 
assumption, undoubtedly, is a more realistic model of actor. 
But i~is~ ..-still within the homogeneous employee assumption 
because the possible difference among employees is not due 
to a systematic variable but random variables of the amount 
of informaotion. If the amount and nature of the 1nformation 
are the same, the organizational behaviour can still be 
predicted perfectly by the structural factors. 
Whatever the rational-actor (or bounded-rational actor 
model) or the behavioristic model of actor is employed; the 
two approaches are still located 1n the homogeneous employee 
assumption which causes two approaches cease their 
theoretical development. 
1. Halaby(1988) , p.9-10. 
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(IV) Reapproaching From Work and Occupation 
An appeal to more efficient management may not be the 
pitfall of management-oriented perspective, as discussed in 
the above; this purpose may only confine the researchers' 
selection ·Df research problem but not the validity of the 
research result. 
Nevertheless, the management concern may place the 
existence of organization ln a more important position than 
the nature and source of employee work orientation. Or, In 
the same way, the management-oriented concern may especially 
favour the researchers to presuppose a formal structure of 
organization which devalue the consideration of individual 
employee and derive the homogeneous employee assumption. 
The ~ ~ impasse of organizational commitment studies may 
be due to this neglect of individual employee. The st~uc-
tural variables and the social-psychological variables are 
all general variables which are not extracted from the 
specific attributes of the employee. These variables are 
not invalid to explain the organizational corr~itment; but 
their explanatory power must be conditioned among different 
specific individual attributes. 
Conversely, it should be fair to pay attention that the 
incorporation of individuals or actors in the managernent-
oriented organizational research is not a fresh thing. As 
shown in the above discussion, the perspective always im-
plicitly employs two models of actors. The major problem of 
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two emodels may be that they do not allow variations among 
employee's characteristics. 
The pivotal point is not the degree of rationalistic 
or behavioristic tendency but rational or behavioristic 
performance is only two relevant dimensions of the employ-
ee's characteristics. These two dimensions may be interact-
ing with other dimensions to shape the organizational beha-
vlour. Therefore, the amount of information or knowledge 
about the labor market may not be the crucial determinant of 
validity of structural approach. On the contrary, different 
assessment of the information due to the other values of the 
employee should be the new problematic. 
For the same 
different yardsticks 
logic, different values may provide 
for the employee to react with the 
organi-~t lonal reality; the social-psychological approach 
needs a more systematic and sophisticated categorization of 
employees. But in what frame of reference that can be used 
to formulate different actor model of different subjective 
values and this frame of reference must be relevant to the 
organizational behaviour. 
As implied in the previous sections, work or occupa-
tion may be a well-justified framework to formulate actor 
mode. 
work 
Firstly, the organization is composed of the set of 
~asks er cut across by a lot of occ~pations. Certain · 
ethnographic studies or work may indicate the occupation as 
a central reference for the employee to interact with the 
organization. 
Gertzel(1961) uses the concept -- "occupational commu-
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nities" to reflect the pervasiveness of occupational identi-
fication as the convergence of informal friendship .patterns 
and colleague .relationship. Salaman(1974) joins the team 
with discovering the work worlds of architects and rail-
roads. Of course, the traditional human relations school 
may provide certain strong evidence of heterogeneous organl-
zational members suited ln different informal groups. 
Undoubtedly, occupation or work can consolidate the 
employee with certain identities and values through the 
daily life interaction in t~e organization. But this infor-
mal group argument may not be structural enough to place 
"occupation" as a valid frame of reference. 
In modern times, the knowledge and skill surrounding 
the specific occupation 1S always so esoteric that one 
~ 
occupation may be reasonably distinguished from others in 
the organization (of course, these knowledge and skill may 
be socially constructed but it is irrelevant here). 
More importantly, the fact is that occupation can 
usually derive a social entity (professional associations or 
unions) outside the organization to influence the employees' 
behaviour. Professions may be the typical example. 
1 
the researches of professions in organization 
Indeed, 
may well 
conclude that the profession has a specific frame of refer-
ence beyond the organization authority to interact with the 
--------------------
- -
1. An typical empirical study can be found in Toren and 




A suitable categorization of employees may be the first 
step to solve the present impasses of organizational com-
mitment studies but it does not absolutely imply the re-
searchers should give up their management-oriented purpose. 





(V) The Incorporation of occupational Image as A 
Classification Scheme 
As argued in the above sections, a categorization of 
employee with th~ occupational distinctiveness is a possible 
remedy to the current predicament of the organizational 
commitment debate. 
In this research, occupational image lS selected to be 
the variable for categorizing the employee. The selection 
lS based on two considerations the consideration of the 
theoretical importance of the variable and the consideratlon 
of the nurses as the research subject. The two considera-
tions are presented as follows: 
Since the occupational lmage "concerns the ideology or 
.--:;; - -r 
shared beliefs on the socie~al level about the meanlng of 
occupational membership with respect to the social status, 
1 
capability, and behaviour patterns of individual members." 
In other words, the occupational image is a symbolic 
criteria or point of reference for the occupational member 
to assess their organizational encounter, to make sense of 
the social interactions in the working context, to judge the 
relative weight of personal attributes and their structural 
conditions 
~ . 
in the large society. Stated concretely, the 
value orientations towards the working organization are well 
determined by how one views their occupation. 
1. This description is adapted from Birnbaum and Sombers(1986), 
p.662. 
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The most primitive study of the occupational image 
would be the model of role orientations of professional 
built up by Gouldner(1957}. Gouldner proposed an idea of a 
single cos~opolit~n - local continuum of role orientations. 
The influence of Gouldner may be divided into two streams: 
firstly, he pinpointed the difference between the 
p'rofessionals and other organizational members because the 
professionals formulate their roles by th~ use of a special 
value ~ystem. 
After his stud~, there is an insistence of the notion 
that there is a basic contradiction between professionals 
and the bureaucratic organization. Secondly, he proposed a 
measur~ent strategy of typologizing the professionals 
within the employing organization. A series of elaborations 
of Gouldner's primitive typology were done by Blau and Scott 
(1962), Berger and Grimes(1973), Goldberg '{1976}. They all 
pay effort to establish a typologyy of role conceptions of 
professionals in the organization with similar measurement 
tools. 
The fundamental argument or conviction of all of them 
is that there must be some kinds of employee who may evolve 
their ,~rientations to the work tasks beyond the employing 
organization and the professionals would be the typical 
example. 
But the major problem of that kind of studies may be 
the presupposition of the confrontation between the 
28 
professions and the organization. For example, the more 
professional-oriented employee must detach from the orga-
nization. Theoretically, it may be reasonable but it must 
be subj ec t .. to empirical studies. Conclusively, the impor-
tance of occupational image in affecting the organizational 
performance is well asserted by the studies, at least in the 
theoretical plane. 
Another reason of selecting the occupational image 1S 
the consideration of the research subject -- nurses 1n this 
research. There 1S a long standing tradition of studying 
the role conception or occupational image among nurses. The 
maln concern of the researchers is to construct a general 
classification of occupational image of nurses. 
For example, Corwin (1961) tapped the degree of iden-
tification with three images among a sample of hospital 
nurses and student nurses: bureaucratic, professional and 
traditional. This was studied by having respondents rate 
state~ents along the dimensions of the extent to which they 
should correspond' to the nursing role. 
Davis and Olsen (1964) and Brown et. al (1974) both 
tried to study the change of occupational lrnage 1n. the 
.of. , 
process ' of nurses' education. They found that nurses would 
increasingly come to discard lay and t~aditional images for 
more professional advanced image. In recent years, Birbaum 
and Sornbers (1989) proposed a different · task-oriented meas-
urement strategy to replace the traditional value oriented 
index for differentiating the occupational image of nurses. 
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In any case, the above studies provide available 
conceptual framework and measurement strategy for construct-
ing the taxonomy of the nurses' occupational image. 
On the other hand, the rese,archers of organizational 
commitment studies constantly prefer selecting nurses as 
their sample of study. 'As it happens, there are simultaneous 
accumulation of research results of organization commitment 
and occupational image among nurses but they are kept apart 
from each other. The selection of occupational lmage -in 
this research can act as a ploneer to link up the two types 
of analysis. It is the right time to apply the typology of 
occupational image into another arena of analysis through 
which a feedback can further assert the validity of typolo-
gy. 
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(VI) The Addition "of Social Relation Approach 
In recent years, the organizational and industrial 
behaviours of nurses are always studied in a power asymmet-
rical framework .. The major argument of these studies indi-
cates the industrial attitude or organizational behaviour of 
nurses in the hospital are due , to the surveillance of medi-
cal dominance. The rising expectation on occupational 
autonomy of nurses under the current of professionalism 
interacted with the subordination to doctors in the real 
working situation may well explain the organizational 
performance such as the organizational commitment of nurses. 
In 
1 
addition, it has also been reported that doctor 
extendet- ; ~ " especially nurses, can provide a quali ty of care 
that is equal to that of doctors and the skills of the - two 
occupations are well complementary to each other. However, 
doctors try their best to resist the collegial practice with 
2 
nurses and maintain the dominance . 
Under this condition of asymmetrical power relations, 
the nurses may lose their identification and commitment to 
their working organization. Thus, ln this research, the 
variable .. subordination to doctors" may be hypothesized 
to influ~nce the organizational commitment. In fact, side 
1. A thorough report may be reviewed 
Southerland(1989} . 
in Ferraro and 
2.Heider and polloCk~1987) provided an enthographic study of this 
phenomenon and this article might be a very strong support of the 
phenomenon of the qoctors' resistance to collegial practice. 
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bet approach and social psychological approach both fail to 
construct a sociolooical explanation which can be suited in 
the specific social relations in the nurses' working con-
text. The addition of" subordination to doctors" can 
introduce "another approach -- the power or social relation 
approach to explain the organizational commitment of nurses. 
The neglect of social relation or power relation may be 
another blind spot of the management-oriented perspective. 
Indeed, it is an unavoidable weakness of management-oriented 
perspective because the internal power relations among 
different groups of employee can be ignored when all of them 
are in the same type and same behavioural pattern. 
Even so, the subordination of nurses to doctors are 
well discussed by a lot of studies. In most cases, these 
studies use the ethnographic method or anthropological 
perspective to find out the relationship betweeh nurses and 
doctors. 
Heider and Pollock (1987) reviewed a lot of ethno-
graphic studies to suggest that nurses' expectation of 
status enhancement through increased knowledge and skill may 
fail to take into practice under the deeply rooted struc-
tures of hierarchy, in particular, the gender hierarchy 
~ -
which hinders the improvement of medical care. 
As Gamarniknow (1976) suggested " the argument that 
patriarchal relationship between male and female in larger 
society "structures the nur,es-doctor-patient relationship 
which comes to take on the ideological resonance of power 
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reI. tion_<:between, men, women and children within the ' patri-
archal , f~mily -- the doctors begin the incumbent of the rule 
1 
of the father." In , more recent studies, B.Turner (1986, 
1987) found from the data of in-depth interview that nurses 
always develop a system of "vocabulary of complaint" to 
symbolically resist the endless subordination to doctors but 
• 
the objective situation of nursing is maintained and their 
~owe~lessness persisted. 
Al"" ~l. of the above studies explain the source of power-
asymmetrical relations between nurses and doctors in terms 
of - the- patriarchal relationship in the hospital. The weak-
ness of these studies may be the ethnographic research 
method which cannot give a generalized data base to confirm 
the relations in a larger population. 
Moreover, the interpretation of male/female relations 
1n daily life must be cultural-bound; in other words, the 
validity of the whole argument should also be tested by 
cross-cultural compar1son. But the development of cross-
cultural analysis may be seriously hindered by localized 
enth'o'graphic method. 
On the other hand, even if we accept the argument of 
asymmetrical power relations in the hospital; there is still 
., 
the question' of the extent or influence of that kind of 
relations. Therefore, the employment of variable "subordi-
nation to doctors" in a sample survey to unravel its influ-
1. Gamanikow(1978) I p.101. 
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ence on the organizational commitment of nurses can face the 
above two weaknesses. 
34 
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Chapter THREE 
Objectives, · Hypotheses and Conceptualization of Variables 
Based -· on th-e theoretical discussion, a research would 
be taken under two primary objectives. The first primary 
objective is as follows: 
1. To compare the three broad theoretical notions (side 
bet, social psychological and social relation approaches) 
regarding the causal determinants of organizational 
commitment. 
Under this prlmary objective, two secondary objectives 
are al~ de rived. The first of them is: 
1 (A) • In response to the ongoing debate about the 
antecedents of organizational commitment in the West, the 
research is to highlight the relative importance of 
different variables within the side bet and social 
psychological approaches on the basis of a sample of nurses 
in Hong Kong. 
In the first place, The dependent . variable 
organizational commitment can conceptually defined as "the 
relative strength of an individual's identification with and 
involvement in a particular organization. It can be 
expressed in the extent of a strong belief in and acceptance 
of the organization's goals and values. In addition, it , can 
also be the extent of a willingness to exert considerable 
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desire to maintain the me~ership in the organiza-
" 
From the side bet approach, we want to isolate six 
variables age, educational ' level, tenure in working 
organization (organizational tenure), job alternatives, 
skill transferability and tenure in the nurse team (profes-
sional tenure) for ' study. 
Age and organizational tenure have been defined as 
side bet or investment owing to their forfeiture implica-
tions. Equally, an older nurse has fewer extraorganizational 
options because of the assumption that ayounger -" nurse has 
more time to spend looking for other jobs or improving her 
marketability. Stated differently, younger nurses can 
~ ... ~. 
detach form the organization with fewer costs (include the 
opportunity cost). 
Organizational tenure 1S also a side bet variable 
simply that a longer tenure means more investment , ,of time 
and energies paid on the job, and then in turn the higher 
cost of withdrawal from the organization. Professional 
- .. - - -
tenure, on the other hand, can provide a seniority suited in 
the employing organization. Moreover, the correlation 
-------~-~----------
1. This definition is provided by Mowday, Porter and Steers(1982) 
and the special characteristics is that "it represents something 
beyond mere passive loyalty to an organization.!t involves an 
active relationship with the organi~ation such that ' individuals 
are willing to give something of L~emselves in order to contrib-
ute to the organization's well being. Hence, to an observer, 
commitment can ' be inferred not only from the expressions of an 
individual's beliefs and opinions but from his or her actions." 
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be tween it and organi za tiopal ten'ure ~ may ' -~ ais'(fcon tribu.te " 8 
lot to the relationship between it and organization~l 
commitment. 
For the same reasoning, a more educated nurse may have 
more opportunities or a more favourable condition 1n the 
labor market, so they are more detached from the employing 
organization. 
There 1S no need to define the age and the educational 
level while the conceptual definition of the organizational 
tenure is " the number of years and months that the nurses 
is working for the hospitals!l. The professional tenure 1S 
defined as "the number of years and months that the nurses 
is working in the nursing team". 
aT course, the above four side bet variables may be 
strongly intercorrelated and it must also handle the problem 
the multicollinearity effect among them before illustrating 
their influences on the dependent variable. But, in the 
present stage, the hypotheses can be set up as follows: 
Hl The older the nurses are, the higher the level of 
organizational commitment. 
H2 The more educated the nurses are, the lower the 
level of the organizational commitment. 
H3 The longer the tenure in the employing organization,. 
the higher the level of the organizational 
commitment . 
. H4 The longer the tenure in the nursing team, the 
higher the level of the organizational commitment. 
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Job • -6 ~ • alternatives and sk1ll transferab1l1ty are two 
structural factors of the larger society which can lock the 
nurses in the present organization. Reasonably, more job 
alternatives and greater skill transferability enable the 
nurses to give up the present employment with fewer costs 
because other employment can be more easily found in the 
labor market. Therefore, greater skill transferability and 
more job alternatives make the nurses less comm~t to their 
present working organization. 
Again, the job alternatives lS defined to be "the 
likelihood the employee could get another job with similar 
pay and benefits if he or she were to leave". Lastly, the 
definition of the skill transferability lS the usefulness 
of one's knowledge and ability in one's present job to other 
organization in the similar nature. Thus the corresponding 
hypotheses can be derived: 
H5 The more the job alternatives, the lower the 
level of organizational commitment. 
H6 The greater the skill transferability, the lower 
the level of the organizational commitment. 
By ' and large, from a social psychological approach, the 
organizational commitment is a function of perceptual or 
psychological definition of the organizational reality by 
- -
the nurses. In other words, the nurses' affective reactions 
I 
to a number of characteristics of their job will well deter-
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mine the l~vel of organizational comm~tment. 
(; 
--Therefore, the variable -- job satisfaction may be 
hypothesized to determine the organizational commitment. 
The job satisfaction is conceptually defined as " one~s 
degree of happiness and contentment with different aspects 
of one's jobs". It will be constructed by two major kinds 
of job satisfaction : satisfaction with extrinsic rewards 
e.g. material incentives ) and satisfaction with intrinsic 
rewards ( e.g. solidarity with coworkers). The hypothesis 
may be: 
H7 The higher the ~evel of job satisfaction, the 
higher the level of organizational commitment. 
More crucially, the signifi~ance of the objectives 1S 
not only a replication of the organizational commitment 
debate in the West but also a trial to locate the debate in 
the specific Hong Kong context. In this sense, the research 
can give a test to the generalization potential of the 
Western theoretical approach. 
Possibly, the Chinese culture and other relevant 
variables may portray a different picture apart from the 
West. Practically, the study of the job conditions of Hong 
Kong nurses may have its special significance in the present 
historical context. With the approach of 1997, the emigra-
1 
tion of nurses may become more serious yet it does not 
1. Please see the report 1n Hong Kong Standard, p.3,11 / 4/1990 and 
Ming Pao,p.4,20/12/1989. 
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absolut~iii~ply that we can immediately solve the proBlem 
of the organizational commitment with the answer of the fear 
of uncertain future or the 97 syndrome. 
Undoubtedly, the political climate may cause the exit 
of the nurses from Hong Kong society, and in turn, it 
drives the nurses less · involved and detach from the hospi-
tals. But this possible outcome of the political scenarlO 
cannot replace a rigid understanding of the job conditions 
of the nurses. In the research, we must recognlze the 
reinforcing effect of 97 issue, nevertheless we cannot also 
treat it as a shortcut to answer all the questions. 
Another secondary objective is specially formulated 
due t04he"" consideration of the special characteristics of 
the nurses and it can be cited as: 
l(B). To add a social relation approach to the forefront of 
the analysis of the organizational commitment among nurses. 
The theoretical details of the above objective has been 
discussed in the previous sections. On the one hand, the 
incorporation of the social relation approach is a special 
consideration on the characteristics of the nurses. Since 
the relations between doctors and nurses can be a valid 
variable to incorporate ln the analysis of the 
organizational performance due to the asymmetrical power 
locus between the two groups. 
On the other hand, the incorporation, ln a broad 
I 
sense, is to illuminate how the social relations (or more 
40 
specially, the power relations) in the workinQ context can 
(; 
provide different organizational outcome; especially the 
social relations among professionals in organization. 
In this vein, the variable nsubordination to doctor" 
1S hypothesized to affect the organizational commitment and 
the conceptual definition of it can be " the extent of the 
subordination that the nurses lose their autonomy under the 
surveillance of the doctors in the practice of their tasks". 
The most important practical implication will be the 
illustration of the social relations between the nurses and 
doctors in Hong Kong. More concretely, the study can illu-
minate the awareness of the nurses towards the medical 
dominance in their labor process. 
I~we"", view the profession as the occupation which has 
the monopoly of their service provision and self-monitoring 
of their practice, the awareness may be a very crucial 
yardstick for indicating the extent of professionalization. 
1 
As Professor Lee(1990) pinpoints that the role of nurses In 
the modern age must be built up from the independence of 
nurses' work process. 
So the issue of successful professionalization among 
nurses must appeal to how the nurses can transform them-
selves ~rom the role of doctor helper to the collegial 
partner with doctors. 
But the struggle for independence from the medical 
i 
I 
1. It is an Ch'inese article and In the Chinese bibliorgraphy, 
no.2. 
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dominance may be very unfamiliar with proponents of profes-
sionalization among nurses in Hong Kong. For example, Wong 
and Wong (1988) emphasized the step towards professionalism 
should be the expansion of nursing education and research. 
Obviously, the proponents often address the issue : with the 
educational level of nurses and they believe the advancement 
of education should be also accompanied with more independ-
ence. 
Nevertheless, the emancipation of nurses from medical 
dominance cannot be succeeded because the skill and knowl-
_ edge __ are only the instruments of power struggle. The · pre-
requisite of struggle should be a widespread conviction of 
illegitimacy of medical dominance over nurses and the aware-
ness of subordination to doctor in the working context may 
-be an important indicator of this conviction. Thus, the 
measurement of the degree of subordination to doctors itself 
is very practically useful for the study of the profession-
alization among nurses. 
All l.n all, from a social relation approach, the 
internal stratification of health care system. Or, put it 
another way, . the medical dominance ln the hospital 
determin€s , the frustration of nursing, and in turn the lower 
level of organizational commitment of nurses. Therefore, 
the hypothesis can be set as : 
H8 The higher the ~evel of the subordination to 




' : ~rg~nizational commitment. ' 
Another primary objective of the reseaich, as 
well expressed in the chapter of theoretical discussion, is 
a r~action t6 the " predicament of the organizational commit-
ment debate which is the outcome of the hidden research 
assumption of same group of e~ployee. Formally it can be 
written as: 
2. To highlight the weakness of the management oriented 
perspective and to refine its research assumption -- assump-
tion of the same type of employee. 
For reaching this objective, a secondary objective lS 
also wanted to meet as well: 
2(A). To conditionalize the effect of the independent varia-
bles with the incorporation of occupational image and in 
turn to provide a classification scheme of the Hong Kong 
nurses with the criteria of occupational image. 
As discussed thoroughly in the theoretical sections, 
the incorporation of occupational lmage is not simply to 
find out the in-teraction effects among the occupational 
image and other causal ' determinants on the dependent varia-
ble. Besides, the task can give a classification of Hong 
<d , 
Kong nurses and it can , be a possible typology for the future 
use in similar studies. 
Also, the occupational image can be defined as:" The 
shared beliefs about the meaning and mission of the oc~upa­
! 
tional group membership in the relation to their work and 
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will be a reflect10n 6f - themanagement oriented per-
spective which governs the ' development of the organizational 
commitment debate in a long time. 
Nonetneless, it must also pinpoint that the incorpora-
tion of the conditional , variable is not planned to override 
the validity of the side bet variables, job satisfaction 
- , _. -
variables and social relation variables. On the contrary, 
it is hoped to distinguish the explanatory power of differ-
ent causal determinants within different types of nurses. 
It is argued that the occupational lmage of nurses lS 
constructed by two separate image-orientation. The former 
one - professional orientation requires the nurses to view 
their Obcupation or the work process as a professional 
practice that they should have the freedom and readiness - to 
apply their knowledge to the work and try to make decision 
of providing health care without others' approval. At the 
same time, the bureaucratic orientation requires the nurse 
to comply with rules of the hospitals regardless of their 
professional kno~le4ge. 
The source of the professional orientation is the 
professional socialization in nurse school ~nd the advocate 
of protessionalism by the nurse union, while the source of 
bureaucratic orientation is the adaptation of the bureau-
cratic demand in the hospital organization. 
These two orientations form two axis which determine 
I 
the nurses' type of occupational image (in the! research 
design, the two orientations would be tapped from two scales 
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HP - High professional orientation 
LP - Low professional orientation 
HB - High bureaucratic orientation 
LB - Low bureaucratic orientation 
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"The . professional" - nurses with professional .· image 
concentrate on advancing knowledge to provide better h~alth 
care and they may desire to gain the occupational autonomy_ 
For this reasoning, this type of nurse will be more sensi-
tive to th~ buieaucratic reality ~f the hospital and the 
subordination to doctors. 
On the other hand, "the bureaucrats" - nurses with 
bureaucratic image may be more adaptable to the organiza-
tional demand and the affective reactions of that kind of 
nurses towards the organizational reality may not be crucial 
enough to influence the organizational behaviour in compari-
son with other nurses. Moreover, their bureaucratic adapt a-
tion prevent themselves from being aware the subordination 
to doc fOr. ~ .. - Their unawareness may be in line with their 
shared beliefs of complying the hospital rules and emphasiz-
lng hierarchy of authority. So the conditional hypotheses 
can be set as follows: 
H9 The relationship between job satisfaction .and 
organizational commitment will be stronger in 
the type of nurses with professional occupational 
ima.ge ' than the nurses wi th other types of 
occupational image. Besides, the relationship 
between the two variable will be weaker in the 
type of nurses with bureaucratic occupational 
image than the nurses with other types of 
occupational image. 
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HiO : The relationship between subordination to doctors 
and the organizational commitment is stronger 
among the type of nurses with professional image 
than the nurses with other types of occupational 
image. The relationship between the variables is 
weaker among the type of nurses with bureaucratic 
image than the nurses with other types of 
occupational image. 
Moreover, the detachers only hope to get the job done 
and they have no other value reference on their nurslng 
practice: Thus, they may be indifferent to their 
satisfaction with the work itself or the social relation - in 
their working context and will act more as a pure rational 
actor. In this reasoning, the influence of the side bet 
variables will be 'stronger among this type of nurses. 
T~erefore, six conditional hypotheses can also be derived: 
Hl1 The relationship between age and organizational 
commitment is stronger among the detachers than 
the ' nurses with other types of occupational 
image. 
H12 The relationship between educational level and 
organizational commitment .is stronger among the 
detachers than the nurses with other types of 
occupational image. 
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H13 The ~elationship b~tween orgariizational tenure 
and organizational commitment is stronger am~ng 
the detachers than the nurses with the types · of 
occupational image. 
H14 The relationship between professional tenure and 
organizational commitment ,is stronger among the 
detachers than the nurses other types of 
occupational image. 
H15 The relationship between skill transferability 
and organizational commitment is stronger among 
the detachers than he nurses with other types 
of occupational image. 
H16 The relationship between job alternatives and 
organizational commitment is stronger among the 
detacheis than the nurses with other types 
of occupational image. 
The organizational commitment of eclectics ~may be very 
difficult to determine and in the research, it will not glve 
4 . 
any hypothesis about this type of nurses. But the 
exploration of the characteristics among these nurses would 
be done ln the data analysis. In this stage, the eclectics 
can be regarded as the groups of nurses to make balance 
between the professional and bureaucratic practice. Thus, 
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~. their organizational performance may be well suited ·':. be.tween 





·(1) General Profile of the Research 
(A) Population 
In this research, the target population is the 
registered members of Hong Kong Nurses Association In 1990. 
(B) Sampling Method 
The research employed the stratified systematic 
sampling. The sampling frame, that is the used plan to 
draw a sample of respondents from the population under 
study, was the name list of the registered membership of the 
Nurse Association. As the list was only arranged In 
alphabeti~al order, there was no need to randomize the names 
and systematic sampling with a fixed interval can be reason-
ably adopted to obtain a result approximate to simple random 
1 
sampling . Yet, before the sampling, the population was 
divided into three groups according to the type of working 
hospital : Private, government-aided, government hospital. 
The rationale for this stratification factor -- "type of 
working hospital" may be due to the expectation to provide 
different working contexts and organizational structure 
1. The details of systematic sampling and the comparison of i~ 
wit h simple random sampling can be found in Moser and 
Kalton(1971), p.80-85. 
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for the" ~a~iati~ns among h¥~othesized variables across " the 
three strata. Therefore, a more comprehensive research 
result can be expected. It must also be put emphas~s on the 
fact that, according to confidentiality, the Association 
refu~ed to give exact number of memberships and the actual 
sampling procedures were done by the Nurse Association. 
(C) Sample Size 
For every stratum, 100 names are sampled. Consequently, 
the sample size is totally 300. 
As the Association refused to g~ve exact number of 
member.ships. Thus, the calculation of sampling friction 
cannot be done and the implication may be that the sampling 
error cannot be obtained. Thus, the sampling error of the 
~ 
following estimation in the data analysis would be unknown. 
Moreover,the demographic profile of the members of Nurse 
Association was refused to give. Eventually, the assessment 
of the sample from the population cannot be proceeded 
through the comparison of the general characteristics of 
sam~le and population. 
(D) Method of Data Collection 
~ " 
Mailed questionnaires were used to collect data, 
thereby all the questionnaires were self-administered. The. 
use of self-administered and 
- -
anonymous questionnaire 
provided the respondents with a relatively higher sense of 
privacy, and indeed; some of the questions concerning job 
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satisfaction and feelings towards employing hospitals may 
cause unreliable answers if the data was collected ~hrough a 
face-ta-face interview in the hospital for the fear of 
expressing disloyalty in the public. Another consideration 
was the low cost on mailed questionnaire. All the data was 
gathered within the peri6d 20/3/1990 - 17/4/1990. 
(E) Response Rate and Representativeness of the Research 
Result 
The overall successful response rate of the research 
was 147, or 47 % of total sample. The moderate low response 
rate cannot give a satisfactory or guaranteed basis for us 
to draw reliable inference. In fact, about one half of 
respondents refused to answer. That is, the generalization 
of the results to the overall members of the Nurse Associa-
1 
tion may be cautious ( Remark: For the answer format of 
items in ordinal scale, the imputation of median value was 
employed to improve the item non-response. Fortunately, only 
two items in two cases were found to have no answer). 
1. The importance of a sufficiently high response rate can be 
seen 1n the discusson in Chan and others(1991) - "A low response 
rate may do even more damage in rendering a survey's results 
questionable than a small sample, since it is very difficult to 
infer the characteristics of the population representated by the 
non-respondents. Therefore, a sufficiently -high response rate has 
to be ach~eved in the survey before its results can provide 
valid estimates of the population under study. For a survey which 
has a low response rate; the survey results can be 
misleading."(Chan and others, 1991:43) 
-' 
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(P) Demographic Profile of Respondents 
The successful cases consisted of 138 female and 9 
male. They were concentrated in the age group of 26 to 35 
(56. 4% of ·total" successful cases) and they were usually 
single 
larger 
(86 respondents were single). On top of that, 
portion of respondents claimed to work 1n 
a 
a 
government hospitals (39 in private, 58 in government and 49 
1n the government-aided hospitals ) while they also stayed 
1n the employing hospital and in the professional team for 
shorter or equal to ten years. Concerning the educational 
level, most of the nurses claimed that they had achieved the 
matriculation level (79 respondents). 
<1-
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(II) Operationalization of Variables 
Existing scales were employed when they matched the 
construct and they could demonstrate high level of 
reliability "· in "the previous studies. If there was no 
satisfactory scales at hand, suitable items were constructed 
while all of the scales and items used in the survey were 
pretest~d on a sample of thirty nurses in a government-aided 
hospital. In turn, problematic scales and items were 
revised to enhance the internal consistency and to assert 
the validity in measuring the target. Unless otherwise 
stated, all scales employed 5-po~nt Likert-type response 
format. In the following sections, the descriptive statis-
tics, C~nbach Alapha (~ ) is used to illustrate the internal 
consistency of certain scales. The exact wordings -of 
questionnaire must be referred to the Chinese version of the 
questionnaire in the appendix. 
Dependent Variable 
The dependent variable -- "Organizational Commitment 
scale" was operationalized into a thirteen-item scale( the 
Chinese version of questionnaire: items no.19-no.34} which 
was a m<1di,fication of OCQ (Organizational Commitment Ques-
tionnaire) created by Mowday et al (1979). A ve.ry high 
/ internal consistency (LX = 0.8339) is . found among the scale 




The Frequencies Distribution of Oraanizational 
Items 
1. I am willing to put in a great 
deal of effort beyond that normally 
expected ln order to help this 
hospital be successful. 
2. I talk up this hospital to my 
friends as a great organization to 
work for. 
3. I feel loyalty to this hospital. 
4. I would accept unwilling job 
assignment ln order to keep working 
for this hospital. 
5. I find that my values and the 
hospital's value are very similar. 
6. I don't care about the fate of 
this hospital. (N) 
7. The job and personnel arrangement 
of this hospital really inspires 
the very ·bes~t ln me ln the way of 
job performance. 
8. I am extremely glad that I 
choose this organization to work 
for over others when I was 
considering at the time I 
joined. 
9. There's not too much to be 










indefini .tely. (N) 22.4% 
10.Often, I find it difficult to 
agree with this hospital's policies 
on important matters relating to its 
employees. (N) 
11.1 am proud that I am working iti 
this hospital. 
12.For me, this is the best of all 
possible hospitals for which 
~ . 
to work. ' 




was accurate on my part. 31.3% 
















A - the answers of 'strongly agree' and 'agree' 















D - the answers of 'strongly disagree' and 'disagree') 
55 
Among the above set of questions; one immediate observation 
is that the respondents usually answered 
1 
shown in the items 3,4,8,11,12 and 13 . In 
"uncerta,in" as 
this research, 
the answer, "uncertain", is defined as the mid-point 1n the 
continuum of the response, format. In this vein, the result 
can imply one possibility: Nurses are psychologically or 
ideologically taking an attitude of indifference towards 
their employing hospitals. On the one hand, they do not 
definitely allow themselves a deep involvement with the 
employin~ organization. On the other hand, it cannot imply 
that they are totally d-isloy-a-l towards -- the -"organization. 
They tend to employ no distinct judgment or conception of 
involvement with the hospital. Put it more deeply, the 
nurses treat the participation in the present employing 
hospital as a transitory stage of their career path or only 
as a short term project in their life history. The possible 
causes of this phenomenon may be that, firstly, the high 
level of skill transferability of that group of people can 
allow them to be less dependent on the working organization 
for the advancement or security of their career. Further-
more, due to the professional skill, the nurses may not be 
based on their working setting to construct their identity . 
. -
As a result, they would not have any strong sense of be-
1. It must be put stress on the fact that the answer 'icertain" lS 
always selected by the responde n ts as a convenient way to avo~d 
expressing their· true attitude and a serious consideration of the 
question concerned. In other wo r ds, the great amount of answer, 
"uncertain" in the result may on l y be a response set. 
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longing!! tO~be~; em~10;ing institution. ·· ·. A~~ther pos;itiif~ 
cause may be the great demand in thelabor market an'cl:: the 
uncertain political climate in the: large society ~hich can 
furnish a context for the nurses to view the present employ-
ment as a temporary settlement. 
More crucially, the practical implication of the 
attitude of indifference toward~ the organizational reality 
lS the formulation of an issue-oriented strategy ' among the 
Hong Kong nurses. When they have no clear-cut conception of 
involvement or not, they tend to employ different mode of 
action to react with the specific issues of their practice. 
In the level of society, these large-scale and sporadic 
industrial actions of the medical personnel have given the 
public ~n ~«- expression that the professional teams have 
concentrated their effort In obtaining the short ~erm 
benefit for the fear of the uncertain future. The public may 
feel that the public fortune and the professional interests 
are In a zero-sum game, in other words; the struggle for 
professional status, salary or others may imply a 
corresponding deprivation of the public interest. ~herefore, 
the public even some social analysts no longer pay attention 
to the daily life job perception of the medical personnel 
because ,· ' t~hey believe that all the performance of the 
professions is simply the reflection of the professions' 
short term benefit consideration. This conception may 
accompany with a presupposition{or - bias} ,. ,,-1n making -a 
decision about the allocation of societal resources. Of 
course, only based on frequencies distributions, this chain 
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of practical implication should be only spe~ulati't1e • ... 
As a whole, after recoding certain negative - ~tems; - we 
can also discover that the answers of "disagree" outweigh 
that of "agree". This phenomenon can pinpoint that a popular 
psychological detachment from their hospitals can be expect-
ed among the nursing team. The most "disagreed" item 1S tfthe 
job and personnel arrangement of this hospital really in-
spires the very best in me in the way of job performance". 
Obviously, the nurses cannot pay involvement especially to 
the institutional ·setting of the hospital. 
Condi tiOnaf.«- Variable 
As presented 1n the previous chapter, the different 
types of occupational image were tapped from the cross-
tabulation of two 1mage orientation professional 
orientation and bureaucratic orientation . Both of them were 
measured by six items likert scale( the Chinese version of 
questionnaire:items no.45,46,47,48,49,51,52,55,56,57,58,59). 
The two orientations were expected to reveal what the nurses 
viewed their job in the real working setting. The score of 
bureauc;~tic orientation indicates the degree that the 
nurses recognized their job as a practice bound by rule and 
there was no significant autonomy for their practice. The 
score of professional orientation indicates -whether the 
nurses put their knowledge and creativity into their job. 
The internal consistency of the latter scale is quite satis-
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factory (eX = 0.6191) but the six · items ofbureau~ratic · 
orientation shows a very weak internal consisten~y - ( .. ,..} ) = V' .... . 
0.3129) . Therefore, one item, "My job has no strict rule 
following" is quitted for enhancing the value of reliability 
coefficient (rJ= 0.55). For avoiding overlap between the 
two scales (this caution is very important while the two 
scales will be used to cross-tabulate so that they should 
distinctly represent two axis for cross-tabulation), it is 
needed to assert the two scales be empirically separable. 
The Table 2 shows that the eleven items yield a quite 
clear-cut factor structure and the ·items have much higher 
factor loadings on the appropriate factor (B items for 
~ -"I>."Jr 
measurlng bureaucratic orientation P -items for measuring 
professional orientation). 
Conclusively the scales of the bureaucratic orientation 
and professional orientation are valid and quite reliable 
for creating two distinct dimension of how the nurses Vlew 
their job practice. 
After all, a respondent is assigned a score on both 
scales. Four types of occupational image a~e formulated by 
the use- OT the median of the scales as the cutting point. 
Eventually, there are 40 detachers, 44 professionals, 29 
bureaucrats and 34 eclectics. 
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Table .. '; .. 2 The Result o·t the Rotated Factor Matrix of Imaae 
Orientation Items (Varimax Rotation) G 
Items 
1. My job has clearly 
defined a~ena· (B) 
2. I usually commit to 
knowledge of nursing · 
in the solution of 
problems according to 
my knowledge (P) 
3. I always maintain 
professional standard (P) 
4. My job has fixed order 
and routine (B) 




6. I frequently take my 
thinking into practice 
during my daily work (P) 
7 . I frequently use 
innovations to solve 
the working problems ( P) 
8 . I always try my best to 
apply imagination to my 
job ( P ) 
9 . My job authority 1S 
clearly confined (B) 
10.My job has close 

























11. My job does not allow 
creativity (P) (0.58171 0.2162 
(*B the items for measuring the bureaucratic orientation 
P - the items for measuring the professional orientation) 
Eigenvalue 3.386 2.413 
Pct. of variance 30.78% 21.94% 
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Independent Variables 
For the four side bet variables age, educational 
level, professional tenure and organizational tenure were 
all measured by one questionnaire item and their frequencies 
descriptions can be found ln the section of persona·l 
background data. 
Since there was no data of the objective structural 
condition and it was impossible to link up the objective 
structural condition with every sampled nurse. As a result, 
subjective measure -- "belief of skill transferability" and 
"perception of job alternatives" were adopted to measure 
the obj~ti.ve constructs --"skill transferability" and "job 
alternatives ft • According to this strategy, the "skill 
transferability" was measured by the questionnaire item 
"My knowledge and . ability is very useful to other hospitals 
or medical organizations"; on the other hand, "the job 
alternatives" was operationalized to the item -- "If I were 
to leave the present working condition, I would easily get 
another job with similar pay and benefit." 
Another independent variable -- "job satisfaction" was 
tested ' by eight items by which satisfaction with different 
job aspects -- job nature, supervision style, salary, work-
ing environment, coworkers, promotional opportunities, 
workload and work process were includ~d( ttie Chinese version 
i 
. I . 
of questl0nnalre: items no.11-18) The scale demonstrated 
a very high level of internal consistency (~= 0.8). 
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Moreover, for acquiring meaningful conceptualization; the 
eight items were divided into two groups extrinsic and 
intrinsic satisfaction. While the former includes 
satisfaction with salary, working environment, promotional 
opportunities and workload, the latter consists of the 
satisfaction with other aspects. When the frequencies 
distributions of the items are scanned, an interesting 




The Frequencies Distributions of Job Satisfaction 
Item D U S 
1 . Job natur e 36 . 7% 11.6% 51.7% 
2 . Supervision Style 68% 15% 17% 
3 . Salary 54.4% 15% 30.6% 
-
4 . Working environment 55.1% 11.6% 33.4% 
5 . Coworker 15.6% 14.3% 70.1% 
6 . Promotional opportunity 73.4% 14.3% 12.3% 
7 . Workload 61.9% 19.7% 18.4% 
N U P 
8 . Perception of success in the 
working process 25.2% 2% 72.8% 
(D - Dissatisfied U - Uncertain S - Satisfied 
N - Never Perceived U - Uncertain P - Perceived) 
The nurses are not so dissatisfied with the nursing 
-I. 
job itself. A larger portion of respondents claimed that 
they were contented with the job nature ( item 1 ). Besides, 
most of the respondents had the perception of success in the 
working process item S ). ~his may be a striking result, 
I 
especially at that time while 'a series of industrial actions 
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have · ~t;~~~i< ari ' expression ' thatthe nurses - and 
= " . - - ' 
other medical personnelare ' quite : ~alienated with their daily 
life practice. However, the above result can give another 
contrary consideration to the reality. Nursing practice 
itself may not be ' the source of low morale of nursing team. 
On the other hand, most nurses are dissatisfied with 
the institutional arrangement of , their job. As clearly shown 
- - - -
ln the above data, a large number of respondents claimed 
that they are dissatisfied or strongly dissatisfied with the 
supervision style, salary, working environment, promotional 
opportunity and workload. Among these items, the most dis-
satisfied one are superV1Slon style and promotional opportu-
nity. This result asserts the significance of the -structure 
of management-labor relations as the core source of job 
dissatisfaction among nurses. 
The last independent variable --" subordination to 
doctors" was measured with a five items scale which was 
1 
extracted from the scale employed by Carmel(1988) The 
exact operationalization of the variable was around the 
perception of job autonomy under the medical surveillance. 
The five- 'items were as follows: (1) "In my hospital, I 
would feel free to try my approaches to patient care without 
1. In Carmel's study, only three items were employe~ to test 
concept while, ' in this research, two more items w~re added 
increase the validity and obtain a more reliable measure due 
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the " (2) " ~ ",-:,· ; - , ' ;even" ~: ~~mino-r;' , ' deicis10n 
regarding patients' care, I have .:to be referred, to physi-
cians for final approval", ' (3) "Doctors give me a lot of 
freedom for initial diagnosis and treatment", (4) .. In case 
where I would like to decide by myself on a nursing treat-
ment, I face immediately resistance of the doctors", (5 ) 
"Doctors usually give me tasks beyond the nurse's responsi-
- --
bility"( the Chinese version of questionnaire: items no.40-
44) . 
Unfortunately, there was found a low level of internal 
consistency ( ex. = o. 4138) among -the f -i ve - it-ems-. Such- low 
reliability would cause a smaller level of variation of the 
1 
total score (mean = 14.966 while standard deviation = 
2.8879) and the correla tions of this variable wi th o_ther 
variables would also become smaller. Therefore, the follow-
ing regressl0n analysis .with this variable should be taken 
with this qualification in mind. 
Interestingly, larger portions of respondents did not 
agree with the first four quest~ons from which we can dis-
cover that the daily practice of nurses are not seriously 
disturbed by doctors in the nurses' perception. By the same 
token, ~tirses have sufficient freedom to carry out their 
daily routine without the surveillance of doctors. But it 
lS not equivalent to imply that there is no medical domi-
1. While, in the study of Carmel(1988), the mean of the scale was 
quite approximate to our data, it may be due to the fact taht 
that Carmel study was also done in a non-West region - Israel. 
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nance in the nurses' work. The fx:.eqt1ency distributi,?n.:·".-. of 
the answers towards the last question, "Doctors tisu~llY give 
me tasks beyond the nurse's responsibility", shows a 
different result from the above : doctors always prescribe 
the nurses to take certain tasks ' beyond the nurse 
responsibility since la~ger portion of respondents agreed 
the above question. These results suggest th~con4~tion of 
the relations between doctors and nurses that doctors still 
use authority to limit the nurses' work within a framework, 
but the nurses can be free to practise ln this framework. 
,Besides f this result may be also due to -- -the ·_--· sp-eci-al 
component of Chinese culture which ties the -female up with 
an ideology of submission to the patriarchal authority. So, 
the large portions of female respondents may treat their 
subordination to the male doctors as a taken-far-granted 
routine of daily life, and in turn, they show a low level of 
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In order to test the research hypotheses of this study, 
multiple regression analysis was employed -in order to 
illustrate the impacts of all the causal determinants on the 
organizational commitmerit. The adjusted explained variance 
15 used to compare the explanatory power of differ~~t sets 
of variables which are located within different theoretical 
approaches. In addition, both standardized (Beta) and 
unstandardized (b) regression coefficient are reported for 
showing the relative importance and predictive power -- of-eaeh---
variable. 
BefOre ~~ the multiple regresslon analysis, it should be 
paid attention to the intercorrelations among the 
independent variables within different theoretical 
approaches since it can be a test of the multicollinearity. 
The multicollinearity effect will cause the regresslon 
coefficient and the standard error of the coefficient be 
indeterminate. The cut-off value, correlation 
coefficient=O.7, lS used as suggested by Farror and Glauber 
1 
(1967) for the detection of multicollinearity . 
Fortunately, only the correlation between age and 
professional tenure ( r =0.913) should be strong enough to 
pay attention. For avoiding the problem of multicollineari-
1. Indeed, a more rigid test of multicollinearity can be based on 
other statistics; for example -: the tolerance level or varlance 
inflation number. 
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ty, the most immediate and simplest remedy is .to drop Qneof 
the independent variables but it must run the risk of sP~ci-
1 2 
fication bias . From the findings of previous researches 
professional tenure is retained in the model building. 
After all, the following sections are the regression 
analysis of the causal relationships. 
1. the specification Dlas is the the incorrect specification of 
the independent variable model used in the regres~ion analysis, a 
more thorough presentation can be seen in Gjarati(1988) ,p.303-
305. 
2. Please see Ferrts and Rowland(1987). 
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' .. ,' . (I) Rearession Analysis I : The Comparison Amona the 
Three Approaches 
In the foremost, the explanation of organizational 
commitment can be seen through the tables 4, 5 and 6. 
Table 4 Multiple Regression Results of Organizational 
Commitment on Side Bet V~riables 
Independent variable b Beta 
Organizational tenure 0.14419 0.11803 
Professional tenure 0.1509 0.1480 -
Educat~onal level -0.6919 -0.0554 
Skill transferability -2.01 · -0.1956** 
Job alternatives -1.2506 -0.1547** 
Constant 34.456 
Adjusted R2 =0.15 F=3.57** 
** significant at the 0.05 level or better 
Table 5 Multiple Regression Results of Organizational 
Commitment on Job Satisfaction Variables 
Independent variable b Beta 
Intrinsic satisfaction 1.414 0.45313** 
Extrinsi~ satisfaction 0.73935 0.27687** 
Constant 8.996 
Adjusted ~ = 0.412 F=52.16** 
**significant at the 0.05 level or better 
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Table 6 Multiple Rearession Results of Oraanizational 
Commitment on Subordination to Doctors 
Independent variable b Beta 
'. 
Subordination to doctors -0.45335 -0.16629** 
Constant 39.503 
Adjusted RL ~ 0.02 F=4.12** 
**significant at the 0.05 level or better 
The job satisfaction variables may be the most 
influential variables for explaining the organizational 
commitment as bo·th of them explain about 41% -of the varla-
tion of the organizational commitment . 
. ~ 
Side bet variables can also provide an explanation of 
15% of varlance of the same dependent variable and the 
interesting discovery is that the skill transferability and 
job alternatives are the two most influential variables 
among all side bet variables. 
The subordination to doctor can only explain 2% of the 
variation of the organizational commitment but the Beta 
value may still be at a significant level. All the signs of 
the Beta value can also assert the right directions of 
causal relationships among our hypotheses. In this stage, 
the hypotheses (1)-(8) claimed in chapter 3 can be well 
accepted. 
The smaller explanatory power of the subordination to 
doctor may be due to the unreliable scale that is presented 
in the section of operationalization of variable. But it 
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cannot overwhelm th~ notion th~t the Hong Kong nurses la~~a 
.... -;.--_ . 
sense of asymmetrical power relations with the doctors and 
they may not have sufficient professional militancy ·as the 
Western nurses have at least in the level of working con-
text. Thus, the subordination to doctors cannot be a domi-
nant variable in influencing the organizational performance. 
Before the test of interaction effect of the 
conditional variable, another task - to highlight the 
relationship between the occupational image 
organizational commitment may be also carried out; that . 1S, 
it should indicate the independent inf.luenc.e .. _ .. of. the 
occupational image on the organizational commitment 
Organizational Commitment Among the Four types of Nurses 
If the attention is shifted to the difference of the 
organizational commitment among the four types of nurses, it 
can be discovered that the nurses can be categorized into 
two distinct units. The bureaucrats ( mean of organizational 
commitment=29.83) and the detaches<mean=31.43) can be formed 
one of the units which demonstrates lower level of commit-
ment the other one with a higher level of organizational 
corr~mi tmen t 
... 




Clearly, the theoretical derivative can be that more 
1. The t-tests of the mean difference among all the four groups 
also assert that only the difference between the detachers and 
bureaucrats , the difference between professionals and eclectics 
are significant at 0.05 level or better. 
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prOfeSSional-0riented :ntirBes ;t'~~'~!~~§" j~~~ mot'e ", identified ,with 
the employing organization. Thi~~~6iion is very unexpected 
and there is no ambition to further substantiate the notion 
more deeply .. 
Nonetheless, as shown in the chapter of the theoreti-
cal discussion, there is always the presupposition of the 
confrontation between the professi'ons and- the organizations 
in the literature of role conception of professions. In this 
stage, the empirical result can at least provide an example 
to press the caution of employing the presupposition. 
Of course, the di-scussion of fhe -rneandifferenc'e of 
the groups may be taken the sample with small size in con-
sideratwn .~ o.c- Besides, in this study, the concern is the 
conditional effect of the occupational image but not its 
independent impact on the dependent variable. Therefore, 
the next section is the analysis for concentrating on the 
effect of incorporation of occupational image. The strategy 
is to take a comparlson among all the adjusted R2 values of 
different ~pproaches on the dependent variable among the 
nurses with different occupational image. 
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(11) Regression' Analysis 11: The Test ·' ·of ·cond1tionai '··:hyP6th-. 
ese, 
Table 7 The Explanatory Power of Different Sets of 
Independent Variables on Organizational Commitment by 
Occupational Imaae 
Oc~upational Image 
Independent Detachers Professionals Bureaucrats Eclectics 






to doctors o 
0.27 o 0.14 
0.27 0.45 0.42 
. 0.1 7 0.04 0.08 
* All the values presented are the adjusted R Z value 
From the above table, the following discussion may be 
meaningful. 
(A) Detachers 
For the Detachers t the side bet variables can · . explain 
39% of the variance of organizational commitment and the 
dominant explanatory variables are also job alternatives and 
~ . 
skill transferability(Table 8}. The policy implication of 
the above result is that, for the detached nurses, the 
improvement of labor market conditions ( such as better job 
alternatives) of the nurses' profession will enable the 
nurses to pay less involvement to the employing 
organization. 
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Table 8 Multiple Rearession -Result. of Q~aanizational 
Commitment on Side Bet Variables -Amona Detachers .~, - -
Independent variable b Beta 
Organizational tenure 0.4165 0.4691 
Professional tenure 0.7014 0.4575 
Educational level -0.9291 -0.0869 
Skill transferability -2.6826 -0.3579** 
Job alternatives -3.1146 -0.3768** 
Constant 42.463 
Adjusted R2 =0.39 F=3.85846** 
**significant at the 0.05 level or better 
However, the job satisfaction var~ables (intrinsic and 
extrinsic satisfaction) can both explain 34% of variance of 
the same dependent variable, whereas extrinsic satisfaction 
has a more significant and dominant contribution{Table 9). 
It 1S quite reasonable when the detachers only place 
emphasis on the instrumental worth of their organizational 
life. The participation of organizational life is only a way 
of with no intrinsic meaning. 
Under these circumstances, they may especially react 
with the extrinsic aspects of the job arrangement and the 
extrinsic job satisfaction has dominant impact on organiza-
tional commitment. On th~ contrary, the perception of the 
labor process or the job itself cannot have paramount effect 
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on their . orqanizational performance, and then the intrinsic 
satisfaction may not be the significant variable , to influ-
ence the dependent variable. 
Table 9 Multiple Regression Results of Organizational 
Commitment on Job Satisfaction Variables Among Detachers 
Independent variable b Beta 
Intrinsic satisfaction 0.5011 0.1703 
Extrinsic satisfaction 1.1980 0.5095** 
Constant 14.636 
Adjusted RL=0.34 F=11.1835** 
~*significant at he 0.05 level or other 
Then agaln, the subordination to doctors cannot 
c ontribute any explanation to organizational commitment. It 
~s compatible with the expectation because the detachers 
h ave no strong professional orientation for them to aware 
the asymmetrical power relation with the doctors. 
Finally speaking, the above statistical result can 
a ffir m the hypothesis that the detachers is the group of 
~urses acting ln a very pure utilitarian manner ln their 
organi~ational life. After the comparison of the Beta vales 
o f individual side bet variables among the four types of 




The professionals give us another picture that 'is very 
different from the detachers' condition. If the explained 
variance is" the 6nly criteria, three approaches can demon-
strate powerful influence to explain the organizational 
commitment - side bet variables" job satisfaction variables 
and subordination to doctors explain 27%, 27%, 17% of varia-
tion respectively(Table 7). 
The most crucial phenomenon lS the very strong influ-
ence of the subordination to doctors on the dependent varia-
ble in comparison with the other groups of nurse. 
Table 10 Multiple Regression Result of Organizational 
Commitment on Subordination to Doctors Among Professionals 
- .- *1 
Independent Variable b Beta 
Subordination to doctors · -0.9865 -0.4411** 
Constant 48.565 
"/ Adjusted R- =0.175 F=10.146** 
**Significant at 0.05 level of better. 
This obviously asserts that the awareness of the impor-
~. 
tance and ~truggle of job autonomy is a special characteris-
tics' of this type of nurses. By the same token, the 
asymmetrical power relations in the working context between 
nurses and doctors can be a valid variable to explain the 
organizational behaviors if and only if the nurses them-
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the silbordination to doctors has the most -dominant . ~f-f~ct- ~ . -
among the professionals, the hypothesis (10) set in c.hapter 
3 cannot be accepted with no consideration as the weakest 
effect of the independent variable is located in the group 
of detachere but not the group of bureaucrats). 
For the two job satisfaction variables, the intrinsic 
satisfaction 1S more powerful than the extrinsic satisfac-
tion in the explanation of organizational commitment. 
Table 11 Multiple Reqression Result of Organizational 
Commitment on Job Satisfaction Variables Among Professionals 
Independent variable b 
. Intrinsic satisfaction 1.4687 
Extrinsic satisfaction 0.4206 
Constant 12.736 
Adjusted R2=O.27 F=9.045** 




It is also echoed with the professional characteristics 
which is the greater concern on the job process itself. 
In compar1son with the detachers, the explanatory power 
of side bet variables among the professionals 1S greatly 
reduced-. ' This discovery may be kept in line wi th the previ-
ous reasoning that the guiding principle of professionals is 
the autonomous job practice and knowledge-oriented; thus, 
the pure economic principle or a calculation of material 
cost and investment cannot be the most ultimate reference 
framework for them to act in the organization. 
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Despite the above consideration, the quite stronq 
influence of the side bet variables is still out of the 
hypothesized ideal model for professionals. This puzzling 
pattern is still' wai ting for further analysis. A possible 
ad-hoc explanation may ,be the distinctiveness of ·the condi-
tion in Hong Kong Society. 
The uncertain future of the Hong Kong forces the pro-
fessionals to treat their participation in the hospitals 
with more instrumental sense. This consideration may en-
hance the powerfulness of the side bet variables which are 
the parameters of material cost and benefi t . analysis. But 
the most immediate counterattack may be that the effect of 
the ch~ge of Hong Kong political condition would influence 
all the nurses with all types of occupational image. 
Another possible explanation may be that the instru-
mental principle by nature can coexist with the professional 
principle. Put it another way, in the previous and tradi-
tional theoretical formulation, the professionals should be 
in the largest extent attached to the 'professional standard 
and the other guiding principles may not have sufficient 
strength to affect the organizational performance. But the 
4 , 
above ' re~ult suggests that the instru~ental orientation to 
work would be an independent image orientation to affect the 
organizational behaviour. 
Previously, we only treat the instrumental orientation 
be the guiding principle only when the nurses have no sig-
nificant professional and bureaucratic orientation. This 
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mode of thinking must be revised when it is possible tor the 
instrumental orientation to coexist with the two ~ypes of 
orientation. According to this reasoning, the four-type 
topology must be replaced by a eight-type typology if the 
instrumental orientation is accepted as the third distinct 
and independent image orientation. 
Therefore, we can discover some professionals and 
bureaucrats can simultaneously possess high level or low 
level of instrumental orientation. This line of reasoning 
will be also prov e d in the next section of discussing the 
bureaucrats. 
One more exceptional findings may be the smallest 
explana~or~ power of the job satisfaction variables among 
the professionals with respect to other groups of nurses (it 
can only contribute 27% of explained variance) . It does not 
mean that the professionals are always satisfied or 
dissatisfied with their job but the result suggests that the 
explanation of organizational commitment cannot be satisfac-
torily provided by the job satisfaction( That is, the hy-
pothsis (9) in chapter 3 is rejected. ) 
In the preVlOUS argument, the professionals are hy-
pothesized as the groups of nurses with the most sensitive 
~, , 
.attitude towards the organizational reality, and then the 
variation of the job satisfaction can greatly explain the 
organizational behaviour among the professionals in compari-
son with the other groups of nurses. An ad hoc explanation 
of the above exception can be ' that the professionals, in one 
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extreme, do not pay any concern to th~irDrganizational life 
since they are only coricentrating their effort in building 
the professional career which -is operating beyond the organ-
ization 
Indeed, it' is the exact meaning of "cosmopolitan", 
which was created by Gouldner(1957). Therefore, the sensi-
tivi ty to the organizational li,fe is lowered and eventually, 
the job satisfaction variable as a reflection of the affec-
tion towards the organizational reality can no longer be the 
strongest variable to explain the organizational behaviour. 
In this sense, the professionals are really detached from 
the affective bond with the employing organization. So, the 
affection towards the organization or the job satisfaction 
cannot provide impact to the organizational performance. 
Under this reasoning, the bureaucrats may also -act 
very contrary to the previous hypothesized models. That is, 
in another extreme, the bureaucrats are very "localized" ln 
the employing organization. They are affectively fused with 
the hospital organization so they are sensitive to the 
change of the organizational reality. At last, the job 
satisfaction variables would be a strong predictor of their 
organizational behaviour as they are affectively locked into 
~- h • the organlzatlon. This argument may be further elaborated in 
the next part. 
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(C) Bureaucrats 
In our hypotheses, the Bureaucrats is th~ group of 
nurses who have the fewest conflict with the bureau~ratic 
reality in "the hospital. Therefore, the satisfaction with 
the organizational se~ting and job arrangement may not be 
the valid variable to explain the organizational behaviour. 
But this conditional hypotheses cannot be support~d by the 
statistics while the job satisfaction variables can approxi-
mately explain 45% of the variation of the organizational 
commitment(refer to Table 7). 
In addition, the explanatory power of both job satis-
faction variables is the highest one among the bureaucrats 
in comp~ison with other types of nurses. 
Table 12 Multiple Regression Result of Organizational 
Commitment on ' the Job Satisfaction Variables Among 
Bureaucrats 
Independent Variable b 
Intrinsic satisfaction 1.152 
Extrinsic satisfaction 0.539 
Constant 7.074 
Adjusted- ~/ = 0.459 F=12.892** 




This undoubtedly means that the theoretical conceptuali-
zation of this type of people must be revised. 
Another important observation sterns from the total 
80 
of the organizational comini tment. .. Sta teddifferently, the 
locus of identification and involvement is independent of 
any material calculation among the bureaucrats. 
These two unanticipated findings drive alternative 
thinking on the phenomenon. Firstly, the strong explanatory 
power of job satisfaction variables may be due to the 
thinking as in the previous part of professionals: 
In one extreme, the bureaucrats are deeply locked in 
the organization in their ideological plane and it drive 
them to be -more -sensitive to the organizational reality. 
Therefore, their affection towards the organizational ar-
rangement, ~ or more concretely, the job satisfaction varia-
~ 
bles may be very strong to influence the organizational 
performance (e.g. organizational commitment). 
Secondly, even if the bureaucrats treated their job as 
a rule-bound and highly regulated one, it does not mean that 
they must be fatalistic towards the organizational 
arrangement or they must have no special expe~tations 
towards the organizational life. In other words, the 
symbolic attachment to certain occupational image cannot 
outweig~ ~he other expectations of the job. 
It indirectly recognizes the fact that the occupation-
al image may be only one of the source of expectation and it 
cannot rule out· the other point of reference which can 
guide the organizational performance. 
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In-'" , "- add-ition~ ' the .ad 'hoc explanation of "'the negligible 
effect of side bet variables - on the organizational 
commitment can also be followed with the above arqument on 
the exceptional result of professional. That is, there may 
be some buieaucr~ts have a very low level of instrumental 
orientation since the instrumental image orientation can 
coexist with the bureaucratic , orientation. (Undoubtedly, 
this argument is very heuristic, yet the theoretical impli-
cation of it will be very troublesome because it implies 
that there may be a lot of combinations among different 
types of organizational behaviour, and different lmage 
orientations. Any further exploration should be subject to 
empirical findings.) 
At~ last, fortunately, the very weak explanatory power 
of subordination to doctor In the eXplanation can - be 
coincident with our hypothesis and it also reflects the 
adaptation to bureaucratic power pattern among the group of 
bureaucrats which blinds them to the medic~l surveillance. 
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(D) Eclectic, -
Tne last type of nurses is the eclectics. As 
described in the section of hypothesis construction, these 
people perform their job according to the professional 
standard, and at the sa~e time, they also view their work as 
a bureaucratic practice. They try to make two guiding 
principle compatible. 
Taking this characteristics into account, the organi-
zational performance of them may be located between that of 
professionals and bureaucrats. The statistical result can 
well reflect this attribute. 
In the first p19ce, when we turn the analytic arena to 
the expI1natory power of job satisfaction variables and set 
bet variables, it can be discovered that the former set ~ of 
variables can explain a large portion of ·the variation of 
the dependent variable while the latter set can contribute 
quite smaller portion of explained variance(refer to Table 
7) . 
In comparison . with the ~ detachers, the smaller ex-
plained variance of side bet variables for the eclectics is 
very reasonable, as they are not working only for mater~al 
incentives'. However, the explained variance of the same sets 
of variables among professionals is greater than that among 
the eclectics and this result is quite beyond expectation. 
Obviously, it further asserts that the instrumental 
orientation should be a distinct and independent orientatiod 
for guiding organizational behaviour. Therefore, there may 
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be eclectics with lower instrumental orientation and profes-
sionals with higher instrumental orientation. 
Moreover, we can use the reasoning in the previous two 
parts to uncover the explanatory power of the job satisfac-
tion variables, that lS: 
In one extreme, the bureaucrats are affectively embed-
ded in the hospital and sensitive to the organizational 
reality while in another extreme, the professionals may 
affectively detach and be insensitive to the organizational 
arrangement. Then, the explanatory power of the job "satis-
faction variables among the eclectics --can - bewell understood 
as it is just suited between that of bureaucrats and that of 
professionals. Additionally, the descending order is that of 
~ -"" 1I!r 
the bureaucrats, that of eclectics, and lastly, that of 
professionals. This order can further substantiate the above 
reasoning. 
Finally, the explanatory power of subordination to 
doctors among the eclectics is located between that of 
professionals and that of bureaucrats as it can reflect the 
"embarrassment " of eclectics. Whi le they are aware" of the 
existence of asymmetrical power within the social reality in 
-<1-
the hospital, the effect of this awareness is not so strong 
as that of the professionals. 
Since eclectics try to meet the bureaucratic demand 
and it may lead to a sacrifice of some professional con-
sciousness. In any case, their awareness of job autonomy is 
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significant than that of bureaucrats; · inthi:~ :' rl~~~~;;'!:;i); 5 ~ , 
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the explanatory power of the subordination to doctorwis 
greater than that of bureaucrats. 
All in all, the statistical results well express the 
charac ter i s tic s 'of "middle" of the eclect ics , however, it 
must also recognlze that the formulation of the oc qupational 
lmage lS not a static matter but possibly an evolutionary 
process. By and large, the possession with occupational 
image of eclectics may be the middle stage of development of 
bureaucratic or professional image of some nurses. Of 
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Chapter SIX :' < --- . 
Summary, Theoretical Interpretation and " 
PracticalI~plication 
(I) Assertion of the Occupational Imaae as a Valid Condi 
tional Variable in the Explanationof ' Orqanizational . Commitment 
From the abo~e discussion, the incorporation of occupa~ 
tional image as a valid . conditional variable may be success-
ful in the explanation of the organizational commitment. 
The suc.cess can be reflected from the following summary of 
the results. 
(1) The side bet variables are outstanding 1n explaining 
the organizational commitment especially among the detach-
ers. It is fit with the reasoning that the strong instru-
mental or~~ntation of the detachers allows the side bet 
~ 
variables to provide the impact on the dependent variable 
due to the nature of the side bet variables as the parameter 
of material cost and benefit analysis. 
It can illustrate the blindness of the past organiza-
tional commitment debate for which the comparison of the 
explanatory power between the side bet variables and the 
social psychological variables were usually made irrespec-
tive of the specific occupational orientation of the re-
search subject. 
-<I. , 
On the other hand, there is an important exceptional 
findings that the side bet variables have greater 
explanatory power among the professionals than among the 
bureaucrats and eclectics. The difference may be due to the 
disturbance of randomness but it can also indicate a very 
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meaningful theoretical suggestion. 
In the past studies of occupational image orientation 
or the work orientations; especially the studies of the 
semi-profes~ional~ or professionals, the typology is always 
1 
formulated by the crosstabulation of the bureaucratic and 
professional orientation. 
The exceptional findings stimulates the conceptuali-
zation that the four-folded typology can be replaced by a 
new one Vla the addition of the instrumental or utilitarian 
orientation as a distinct image dimension. Therefore, the 
future establishment of the taxonomy of the occupational 
role conceptions among the professions, at least the nurses, 
should employ a new classification scheme. 
~ ~~ 
(2) The subordination to doctors can significantly inf~u-
ence the organizational commitment only within the group of 
professionals. It obviously asserts the conditional effect 
of the professional occupational image. 
The result also adduces that the asymmetrical power 
relations in the working context is still not an important 
factor to influence the industrial and organizational beha-
viour among a large portion of nurses in Hong Kong. It 
~- , 
indirectly proves the limited validity of the social rela-
tion approach and manifest the success of the specification 
1. This line of empirical study can be taced from Cox(1976) and 
the researcher also e mployed a four-type categorization for 
analysis. Another more recent study of role orientations among 
professions is . Tuma and Grimes(1981). 
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model via the interaction ~f occupational image. 
(3) The job satisfaction variables have powerful influ-
ence on the variation of the organizational commitment among 
all groups of nurses. But it does not mean that there is no 
significant difference among the explanatory power of the 
four types of nurses, the puzzle is the unexpected priority 
of the explanatory power. 
If the distinction between the professionals and b~~ 
reaucrats is put in the argument that the affective linkage 
with the organization of the former ~ is -too weak for them to 
take the change ' of the organizational arrangement into 
conside~tion and the strong affective bond with the organi-
zation of the bureaucrat can drj ve them to be sensitive to 
organizational arrangement, the puzzle may be solved as - the 
job satisfaction variables should be more significant to 
explain "the dependent variable among the bureaucrats owing 
to their special sensitivity. Under this reasoning, the 
affective linkage with the organizations among the eclectics 
should be well located between the professionals and bureau-
crats and the explanatory power of the job satisfaction 
variabl~_ a~ong eclectics can well justify this argument. 
All things considered, for the analysis of the causal 
determinants of the organizat"ional co~nitment, the 1ncorpo-
ration of the occupational lmage as-- a -conditional variable 
can be successful. 
It means that the research assumption - "same group of 
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employee" in the popular organiza'tional .commitment studies 
should be replaced by ~ more refined classification of the 
employee with their special occupational attributes. The 
deeper impliG~tion.is the weakness of the management-orient-
ed 'perspective which derive the above problematic research 
assumption. The study of organizational behaviour, at least 
the organizational commitment, can have a great development 
if the weakness of · the management oriented perspective can 
be made explicit and improved. 
Actually, the practical implication of the above 
result may be more interesting. If the professionalization 
of nurses is based on the advancement of knowledge and more 
~ 
occupational . autonomy in practice, it will drive more nurses 
to perceive the medical dominance and the clash with it will 
cause the nurses to be less involved in the hospitals. 
Given the fact that the internal stratification of the 
medical system is necessary, we must face the problem of 
disloyal or uninvolved nurses when more and more nurses 
professionalize themselves. Of course, the implication can 
be analyzed and assessed in different level of reality. 
For the level of public interest, the nurses' profes-
<I. ~ 
sional practice can ensure a better medical care but the 
less involved nurses, at the same tine, may demonstrate a 
low morale for work. In one extreme, the less involved 
nurses may favor more to employ the mili tanto action to fight 
Iwith the management side of the hospital. This series of 
potential industrial actions can disturb public life. 
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On the other hand, from the viewpoint of the organiza-
tional policy, it may incur new costs to settle the .confron-
tation between the doctors and the nurses as the profession-
alization of nurses proceeds. But it does not absolutely 
hope to degrade the importance of professionalization of 
nurses since the interest of the nursing team must be also 
considered. On the contrary, there is no easy choice to be 
made. 
The first step of solution is to make a new division 
of labor, at least a new conception of division of labor 1n 
the ' hospi tal for balancing the demands of job autonomy of , 
the doctors and nurses when we recognize the professionali-
zation of nurses be contributive to our medical serV1ce. 
Nevertheless, the proposed labor arrangement held by 
the Provisional Hospital Authority may further hinder the 
possibility of a more balanced division of labor. As the new 
structure "calls for the creation of wards managed by senior 
nurses ...... The ward h~ads will be accountable to department 
heads and ultimately to the chiefs of service, who will most 
1 
likely be doctors." Clearly, the professionalization of 
nurses will expand the team of disloyal nurse in the new 
management structure . 
.. 
Moreover, the change of the hospital policy to provide 
a more favourable job arrangement is a more promising remedy 
i 
1. South China Mording Post,p.5,2/3/1990 and the immediate re-
sponse of nurses can be seen In Hong Kong Economic 
Journal,p.5i1/3/1~90. 
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for enhancing the involvement- of the nurses especially >::: ;c~or 
the bureaucratic~oriented nurses. 
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(II) . rurther ' D:i.sc\.i's~iOnon : th'e Implication of 
Organizational Commitment 
. .. .. 
In this section, the influence of organizational 
commitment on certain job or organizational performance will 
be discuss·ed. This line of discussion is necessary because 
of the assumption that the significance of studying organl-
zational commitment, to a very large extent, is based on the 
"proved" rela tionsh-ip between it and other important organi-
zational behaviour; especially the turnover of employee. 
As Brief and Aldag declare that "given the proposed 
intimate link between organizational commitment and the 
turnover and the apparent contribution of turnover among 
hospital nurses to the costs of health care, it appears to 
be of prac tical significance to explore the antecedents of 
1 
0rganizational commitment among hospital nurses." 
There is no desire to challenge the validity of this 
kind of relationship but the generalization of this results 
may be ln doubt when the voluminous researches have been 
taken in a Western context. It is the responsibility of the 
researchers to see whether this "established" relationship 
can be applied to the context of Hong Kong nurses or not. 
But this test cannot definitely be an endless task. 
TherefQre; ln the following discussion, two variables: 
"intention of organizational exit tt and "intention of occupa-
tional exit" will be selected for inclusion to shed light on 
this topic. The rationale of the selection of these two 
1. Brief and Aldag(1980) r p.211. 
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variables ' ,can be , ci ted as ,'" follow,~: 
The foremost reasoncan ~ be kept 1n line with the 
discussion in the chapter of introduction as the lay concern 
is concentrating on the occupational turnover of the nurses. 
In response to this concern, the task of showing the rela-
tionship between organizational commitment and the occupa-
tional turnover may_ be very meapingful to illuminate the 
importance of organizational commitment in the agenda of 
current controversy_ Likewise, the discussion of linkage 
between the organizational commitment and occupational 
turnover can place the f-indi-ngs -of the - causal determinants 
of organizat{onal co~mitment in a more practically relevant 
realm. 
Unfortunately, it is very difficult to obtain reliable 
data about turnover rate among medical personnel In Hong 
Kong and besides, the data is only in aggregate terms; that 
1S, it is not valid for the analysis of individual level. 
For dealing with t~is shortcoming of available data, in the 
questionnaire, two attitudinal variables - "intention of 
organizational exit" and "intention of occupational exit" 
are asked and they are expected to represent the exact 
1 
action outcome of turnover . The frequencies distributions 
4 _ 
of them are as follows: 
1. Of course, the intention may not be equivalent to ~ction, yet 
in an attitudinal survey, the adoption of items of intention test 
is the only possibility to ' protray the exact action of the 
respondents. 
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Table 13 The Frequencies Distribution of Intention of Organ-
izational Exit 
Item 
1. If, 1n another hospital, a 
job of similar position with the 
present job 1S provided I would 
join the hospital. 
2. If, 1n an another hospital, a 
job with higher position than the 
present job 1S provided{ I would 
]Oln the hospital. 
3. If, 1n another hospital, a job 
with fewer chance for development 
than the present job lS provided, 









26.5% 7 . 5% ' 
Table 14 
tional Exit 
Frequencies Distribution of · Intention of Occupa-
, ~ 
Item 
1. If, in another occupation; I can 
find a job with higher salary, I 
D 
would join the occupation. 18% 
2. If, in another occupation; I can 
find a job more opportunities for 
advancement, I would join the 
occupation. 12% 
3. If, in another occupation; I can 
find with similar working conditions 
of the present job, I would join the 
occupation. 37.1% 






When turning the perspectives to study the nurses' intention 
to leave the employing hospitals, a greater number of nurses 
wanted to leave their employing hospital if other hospitals 
can provide a job with higher ranking. But most respondents ' 
claimed that they would not agree to leave if they could . 
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only be provided with a similar position or lOW~1:ranks ;t\1~~<' 
other hospitals. 
By combining the above results of frequencies distri-
bution of organizational commitment in chapter 4, we have an 
interesting picture in which nurses psychologicaliy have no 
strong identification and commitment to their employing 
hospitals but, at the same time, they have no keen desire to 
leave. 
The intention of occupational exit is also worthy of 
attention. When nurses were asked whether to leave ' their 
profession if they ' can be provided with a job ln other 
occupations, they showed a dramatic desire to leave even 
only a jo£ with similar conditions was assumed to provide. 
~ 
In the previous discus~ion, nurses expressed a relatively 
weak tendency to leave their employing hospital but for what 
reason they claimed a stronger possibility to leave the 
nurslng profession. 
One possible explanation may be that nurses foresee a 
relatively pessimistic future even there is a change in 
hospital setting. In other words, the frustration . may be 
still continuing or the benefits may not be so attractive in 
a new hospital setting. So they choose to stay in their 
present medical institution even they have no deep organiza-
tional commitment towards it. When there is chance to enter 
into other occupations: they make their choice to leave with 
·no serious hesitation. 
Anyway, our conce~n lS not only to portray a more 
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comprehensive sceRar10 about the nurses • organizational 'an'd ' 
occupational commitment but also to find out the intercorre-
lation between these variables. 
The correlation coefficients of the three pairs of 
relationshi'p are ': organizational commitment with intention 
of organizational exit(r=-0.2091) , organizational commitment 
with intention of occupational exit(r=-O.259), intention of 
1 
organizational exit and occupational exit (r=O.1951) 
Conspicuously, the organizational commitment can be 
affirmed to have moderately high correlations with the two 
variables. More interestingly, all the hypothesized inde-
pendent variables in this research cannot significantly 
affect the intention of organizational exit and the inten-
tion Of oc cupational exit. For the intention of organiza-
tional exit, all the hypothesized independent variables - can 
only provide a 0.05 adjusted R2 value and they can only 
contribute 0.017 adjusted RZ value for the explanation of 
intention of occupational ex i t( Table 15 and 16). From the 
two tables of regression resul t, it can be discovered 'that 
there 1S a failure of most of the hypothesized independent 
variables to explain the two exit variables. 
Again, in the previous chapter , the relationships 
betw~en ~ all of theses variables and organizational commit-
rnenthave been asserted. Thus, the hypothesized independent 
variables can indirectly affect the exit variables through 




Table 15 Multiple Regression ResUlt of Intention of ' " 
Oraanizational Exit on Allthe;) ;':~-' Hypothesized Independent 
Variables 
Independent Variable b 
Organizational tenure -0.003 
Professional tenure -0.015 
Educational level 0.243 
Skill transferability 0.555 
Job al terna t i ".;e 0.394 
Intrinsic satisfaction -0.013 
Extrinsic satisfaction -0.032 
Subordination to doctor 0.004 
Constant 11.35 
Adjusted RE =0.05 F=1.962 










Table 16 Multiple Regression Result of Intention of 
Occupational Exit on All the Hypothesized Independent 
Variables 
Independent Variable b 
Organizational tenure -0.005 
Professional tenure -0.015 
Educational level 0.244 
Skill transferability 0.312 
Job ~a 1 t e l.- n a t i v e 0.354 
4 , 
Intrinsic satisfaction -0.097 
Extrinsic satisfaction -0.082 
Subordination to doctor 0.09 
Constant 8.155 
Adjusted R1 =0.06 F=2.14 











the effect towards the organizational commitment. The i~por-
tance of the organizational commitment is also reflected on 
the pivotal position in the causal explanation of exit 
variables as it is the intervening mechanism for transmit-
ting all the impact of independent variables onto the exit 
variables. 
In order to make a fair assessment of the result; it 
may not be a total failure since there is still two inde-
pendent variables -- the job alternatives and skill trans-
ferability to directly pay influence on the exit variables 
These two variables have the characteristic in common that 
both of them are the labor market condition of the nurses. A 
more lu~id expression of this analysis can be illustrated 1n 
figure 2. 
The path diagram can glve us a more extensive horizon 
on the solution to nurses' turnover. The exit from hospital 
and occupation 1S not simply the direct product of the job 
or organization-related attributes, personal demographics or 
social relations in the working encounter. 
This i~plies that the change of all these independent 
variables 1 0 the desirab~e directions and extent cannot 
-I. 
immediately retain the nurses in the employing organization 
and occupation until the organizational commitment lS at 
first enhanced to an appropriate level. Put it in a more 
complex way, we can regroup all the independent variables 
into three level of reality: (1) variables · of individual 
level the personal demographics, (2) variables of organi-
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FIGURE 2 THE POSITION OF ORGANIZATIONAL COM1\fITMENT 
IN THE CAUSAL EXPLANATION OF EXIT VARIABLES 
Labor Market Condition 
~p=e=rs=o=na=l=D=e=m=o=~=a=p=h=iC=S~ ,  ~~~~~~~~ 














· ~ .. .. 
- ~. :!~~- :, 
zational level - the job satisfactio'n . and 
~ .:.. j .. L_ -~ 
(3 ) the variables of socie't 'ill level 
"'1 J~r '., 
doctor, .the- ··· labor 
) .... 
mar.ket condition included the skill transferabili~ty and job 
alternatives. 
" ' 
From the viewpoint of hospital management, the admin-
istrative interventions can only manipulate the variables of 
individual level and organizational level{ for example, 
employ more nurses with a longer professional tenure or 
improve certain organizational arrangement) to enhance the 
nurses' commitment which will in turn lower the int~ntion of 
exit. 
On the other hand, the labor market condition of 
individual nurses is always determined by the struggle of 
~ 
market advantage of the nurslng team in the large society 
but not via the alteration of hospital policies. That lS, 
the effort of the hospital may be offseted by the change of 
labor market condition which is the outcome of the collec-
tive struggle of the nurses. 
This kind of collective struggle may be the usual 
tactics employed by nurses to express their dissatisfaction 
1 
because of their highly unio~ization . In addition, the 
change of labor market condition can immediately influence 
4 . 
1. As Hirschman(1970) stated that there is two popular strategy 
to deal with the decline of the organization from the perspective 
of employee, one of them is to collectively' "voice u out their 
dissatisfaction. Following the later study of Hirschman(1981), 
the "voice" may have certain advantages. For example, it can 
conevy a lot o~ valuable message to the status-quo for pursuiting 
a better management-lab6r relation. But the assessment of this 
issue should be also subject to empirical research. 
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et dose not~:'~ne.d~~ he· · i<tlter-
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• . : - .-~ ' .: ·,:",c. " , · . - " '~:: :"~ : ~: . . :... . .- . ": ':f. i~t.1~::·· ' · . 
:s10n1ndicatethe stipulatJ.on -of:·:: ntirses· turno~fJr;':; · c is hinged 
on tbecompatibili ty and in teracti()nbetween<,1b~e . hospi tal 
~' , .v1/ · 1 ' ~!1 ~. 
' .1 ,' :', 
management and th~ collective action -of the nurses. 
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There .are certain unavoidable 1imitations which may be 
. . 
worthy of attention when the research result is assesse~. 
( 1 ) I Causal order . of variables - All the directions of 
causal relationships in the above regression analysis are 
~nly theoretically hypothesiied and a reverse direction can 
be always applicable in studying the same set of relation-
ship. For example, a committed nurse may tend to work for 
longer time in the hospital due to her involvement and 
identification with the hospital. It 1S impossible for a 
cross-sectional survey study to assert the causal order. 
The ta~ must be succeeded through the use of other longitu-
dinal method or experi~ental design. Also, because of - the 
limitation of research methodology in confirming the causal 
order; the statistical analysis can only be ceased to be a 
multivariate regression analysis. In fact , the path analy-
sisshould be employed to illustrate a more complex causal 
order as there is a number of intercorrelated independent 
variables. The researchers can try to build up a more 
sophisticated causal model through the use of path diagram 
-t. _ 
or the 'LISREL analysis. 
(2) Sample size - Another major limitation is the small 
sample size, especially the relatively smaller sample compo-
sition in each image groupi~g. 
! 
Therefore, the interpreta-
t ion of the' regression resul t mus t be kept wi th the weakness 
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(3) ' B:o'tindary problem of categorization A theoretical 
shortc6mi~~ is the boundary prob1.E!.In of the typology of 
occupational image. The present typology may be only 
"artificial" or analytical, that is, the research result may 
be very different if the cutting point for the typology is 
the mean but not the median of the orientation scale. Of 
course, at the last instance, the selection of the cutting 
point is arbitrary but the point is that the future classi-
fi·c-at-iofi -s-hould be--- built on ·· a more sensible basis. In other 
words, the researchers may take an indepth interview with 
the resp~ndents to confirm their occupational image before 
~ 
they suit the respo~dents into one of the categories. 
(4) The evolution of occupational image - In the re-
search, a very crucial assumption is the inertia of the 
o~cupational image. Plainly, the change of ideological or 
value system is poss~ble and any test of the occupational 
1 
image of nurses may be unreliable in the time horizon . 
(5) . The -' manifes-t -ation of the interaction effect ~ In the 
part of data analysis, the test of the conditional hypothe-
SlS is done by the comparison of the relationship between 
.;, 
variables among different groups of nurses with different 
occupational image. This strategy cannot tell us about the 
1. Cornwell and Grimes(1987) stated that the professional 
role/image orientation was changed1with the variation of profes-
sional behaviour. Anyway, the message may be the situational 
fluctuation of the occupational image 
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interaction effect between the occupational image and ' the 
independent variables can be manife~ted with a number for 
which the conditional hypotheses can be tested in more 
grounded way. Of course, it must at first turn the occupa-
tional variable into a continuous level of measurement while 
,this task can be carried out through the creation of dummy 
variables. 
(6) Lev~l Q_f .. ,analys.is .-: .. AIl the variables used In the data 
analysis are only the subjective perceptions of the reality. 
Contextual and more objective variables can be incorporated 
into the analysis. In fact, the level of organizational com-
mitment may be varied with the types of the working depart-
ment, the degree of the formalization and centralization of 
each hospital. Besides, the operationalization of the 
"subordination to doctors" in the research should be taken 
the objective power relations arrangement into considera-
tion, pitifully, the sUbjective feeling of the power rela-
tions is used instead in the research. 
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“ —. 問 卷 编 號 一 卜 5 
I 位 ® 士 ： 
這 是 香 港 中 文 大 學 社 會 學 条 一 項 碩 士 論 文 研 究 ， 目 的 是 了 解 本 港 
士 對 其 工 作 的 一 些 感 受 。 
你 所 填 寫 的 答 案 並 沒 有 對 與 灕 ； 也 無 好 與 壊 的 分 別 ， 而 且 將 來 在 
計 分 析 時 ， 概 以 整 體 形 式 作 處 理 。 一 切 資 料 絕 對 保 密 ， 只 作 研 究 之 
, 不 作 其 他 用 途 。 
I
1 你 的 意 見 非 常 賫 貴 ， 請 據 實 填 答 ， 多 謝 你 的 支 持 和 合 作 。 
‘ ： . 人 _ _ _ ： … . — . • • 
陳 少 山 
番 港 中 文 大 學 社 議 
一 九 九 〇 年 
8 部： 
i - ： i 
本 部 問 題 是 關 於 你 値 人 資 料 ， 請 在 適 當 的 方 格 内 填 上 「 Z 」 ， 其 j 
丨有部份問題請詳细說明。 ！ 
I 
i . 性 別 ： 男 • 1 女 • 2 — 4 
I . 年 齡 ： 2 0 或 以 下 • 1 
2 1 - 2 5 • 2 
( 、 2 6 - 3 0 • 3 
3 1 - 3 5 • 4 
3 6 - 4 0 • 5 
4 1 或 以 上 • 6 一 5 
- 1 -
I 、 ！ -
• • • 囊 ^ ^ ^ ^ 雜 ！ ！ ^ ^ ！ ^ 誦 : 麵 … … ： . . . . ： 二 6 , ,-v.；.； 
, 4 . 你 現 賴 的 ： 私 營 d K l ； 
… 公 立 ‘ 
津 助 • 3 , 
其 他 • 9 請 註 明 - 一 7 
I I 
I 5 . 你 現 職 的 部 門 是 ： 一 8 • 
I 6 . 任 金 職 護 士 的 年 數 （ 以 整 數 計 算 ， 不 足 一 年 者 亦 以 一 年 
I 計 算 ） ： - 年 ——9一10 
I 7 . 在 現 職 S 院 任 職 護 士 的 年 數 （ 以 整 數 計 算 ， 不 足 一 年 者 
I 亦 以 一 年 計 算 ） ： 年 n ' 1 2 
1 8 . 你 現 在 的 護 士 级 別 是 • • - 一 1 5 ‘ 
i 9 • 你 的 教 育 程 度 是 ： 中 三 或 以 下 — 1 
中 四 至 中 五 • 2 
預 科 程 度 • 3 
1 〜 專 上 程 度 • 4 一 14 . 
1 0 . 子 女 數 目 ： 値 一 1 5 
—I P P • 
丨 . 
| 以 下 問 題 是 有 關 你 對 現 時 護 士 工 作 的 一 些 感 受 ， 請 在 適 當 方 格 内 
上 「 ^ 」 以 表 示 你 的 答 案 。 
• 
非 頗 不 不 絕 
I 常 滿 肯 大 不 
S8 意 定 滿 SS 
, 穹 脊 章 
5 4 3 2 1 
1 1 1 . 你 是 否 滿 意 你 現 有 工 作 的 性 質 昵 ？ • • • • • 一 16 
I - 2 -
I 





1 2 . 你 是 杏 供 意 的 管 理 方 式 昵 ？ a - • • • • 一 i 7 
| 1 3 • 你 是 否 谋 意 你 現 有 的 薪 酬 昵 ？ • • • • Q . —18 
| 1 4 . 對 於 現 在 的 工 作 琛 境 ， 你 滿 意 嗎 ？ • • • • • _ 1 9 
1 5 . 你 是 否 谋 意 與 現 時 的 同 事 一 起 工 作 ？ • 口 • • • _ 2 0 
I 
I 
1 6 . 你 是 否 《 意 現 有 工 作 的 升 職 機 會 ？ • • 口 • 口 一 21 
| 1 7 . 你 是 否 滿 意 你 現 有 的 工 作 量 ？ • - • • • • —22 
| 1 8 . 在 工 作 過 程 中 ， 你 是 否 有 感 到 成 功 感 ？ 
] 經 常 慼 到 • 5 
有 時 慼 到 • 4 
不 肯 定 • 3 - … - - 一 23 
很 少 感 到 • 2 
毫 不 感 到 • 1 
丙 部 ： 
下 列 是 一 些 句 語 蒈 試 描 述 你 對 現 在 任 職 的 K 院 的 一 些 感 覺 ， 
弯 在 適 當 位 置 上 填 上 「 — j 以 表 示 你 對 該 項 描 述 的 同 意 程 度 。 
I 非 頗 不 頗 絕 
常 同 肯 不 不 
I 同 意 定 同 同 
^^ JS 
5 4 3 2 1 
| 9 . 我 願 意 付 $ 較 平 常 更 多 的 努 力 去 S 助 這 
間 發 院 辦 } | 吏 成 功 。 • • • • • —24 
我 會 告 訴 我 的 朋 友 ， 這 裡 是 一 所 很 好 的 
B 院。 • • • • • _ 2 5 
|| I - 我 忠 於 逭 所 S 院 。 • • • • • —26| 
� 2 • 我 會 因 為 想 a { 鑲 在 這 裡 工 作 而 接 受 並 不 
太 願 意 的 工 作 安 排 。 • • • • • —27 
- 3 -
1 
I 2 5 ^ 我 ® 到 我 的 供 < 1 _ 辑 》 薄 的 宗 & 相 … — ^ 二 、 一 
吻合。 八 • H o • • • _ 2 8 
；<：；：•'  . .... 豫 . : : 、 . . . . . . . . . ： . . . - ： 、 ’ 
2 4 . 如 果 另 一 所 H 院 ， 給 我 提 供 舆 現 時 相 似 的 《 1 位 ( 而 其 他 考 盧 
條 件 如 ： 收 入 、 地 點 、 格 班 時 間 等 均 相 同 ） ， 我 會 轉 到 那 所 
B 院服務。 • • • • • _ 2 9 
2 5 . 如 果 另 一 所 段 院 ， 给 我 提 供 一 份 職 级 較 現 時 稍 高 
的 暾 位 （ 而 其 他 考 慮 條 件 均 相 同 ） ， 我 會 轉 到 那 
所 B 院 服 務 。 • • • • • _ 5 0 
: 2 6 . 如 果 另 一 所 H 院 給 我 提 供 職 位 ， 即 使 發 展 機 會 較 
我 現 時 的 稍 低 （ 而 其 他 考 慮 條 件 均 相 同 ） ， 我 會 
轉 到 邪 所 S 院 服 務 。 • • • • • 一 3 1 
2 7 . 我 對 這 所 B 院 的 發 展 前 景 溴 不 關 心 。 • • • • • 一 32 
2 8 . 這 所 H 院 的 工 作 及 人 事 安 排 能 夠 容 許 我 發 揮 最 好 
的 工 作 表 現 。 • • • ( • 口 _ 5 3 
2 9 . 我 非 常 高 ¥ 能 夠 在 選 擇 工 作 機 構 時 ， 選 中 了 這 裡 
去 工 作 ， 而 不 是 其 他 機 構 。 • • • • • 
5 0 . 即 使 全 心 全 意 投 入 這 所 B 院 工 作 ， 我 也 只 能 得 益 
很少。 • • • • • _ 3 5 
» 1 . 我 常 常 不 同 意 這 所 B 院 有 關 員 工 事 務 的 
政策。 • • • • • —36 
: 2 • 我 為 能 在 這 所 段 院 工 作 惑 到 驕 傲 。 • • • • —57 
3 . 這 所 1 3 院 是 我 可 能 參 與 工 作 的 段 院 中 最 
好 的 一 所 。 • • • • • • 一 38 
決 定 在 這 B 院 工 作 是 一 健 很 正 確 的 決 定 。 • • • • 口 _ 3 9 
5 . 如 果 我 難 開 現 時 的 B 院 ， 我 會 很 輕 易 找 
回 相 同 條 件 （ 如 收 入 ） 的 工 作 。 • • • • • _ 4 0 
我 的 知 識 和 能 力 對 其 他 B 院 或 段 療 機 構 | 
是 非 常 有 用 的 。 • • • • . • 
- 4 -
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:..丁 部 : : . 
下 列 句 語 霣 試 描 述 你 現 時 護 士 工 作 的 一 些 》 際 情 況 ； 誚 在 適 笛 
方 格 内 《 上 「 z J 以 表 示 你 對 該 項 的 同 意 程 度 。 
非 頗 不 頗 絕 
常 同 肯 不 不 
同 意 定 同 同 
5 4 3 2 1 
5 7 . 如 果 在 另 一 行 業 内 ； 我 能 找 到 一 份 較 現 
時 收 入 稍 高 的 工 作 ； 我 會 離 開 護 士 行 業 
；轉到那行業去。 • • • • • —42 
3 8 . 如 果 在 另 一 行 菜 内 ； 我 能 找 到 一 份 較 現 一 _ — _ 一 
時 有 销 高 發 展 槻 會 的 工 作 ； 我 會 離 開 護 
士 行 業 ； 轉 到 那 行 業 去 。 • • • • • 一 43-. 
3 9 . 如 果 密 另 二 行 業 内 ； 我 能 找 到 一 份 在 工 
作 條 件 上 （ 如 收 入 、 工 作 地 點 、 工 作 時 
間 等 ） 與 現 時 差 不 多 的 工 作 ； 我 會 離 開 
護 士 行 業 ； 轉 到 那 行 業 去 。 • • • • • • —44 
4 0 • 我 有 很 大 的 自 由 去 應 用 新 的 護 理 方 法 ， . 
而 無 霜 有 B 生 的 批 准 。 口 • - • • Q —45 
4 1 - 即 使 有 闋 於 病 人 護 理 的 很 簡 單 決 定 ， 我 
也 最 终 霈 得 到 段 生 的 准 許 。 • • • • • 
42 . H 生 有 給 我 大 的 自 由 去 負 責 向 病 人 進 
行 初 步 的 診 斷 及 治 療 。 • • • • • 一 47 
4 3 . 在 我 用 自 己 的 見 解 去 決 定 如 何 執 行 護 理 
任 務 時 ， 我 經 常 會 面 對 段 生 的 阻 撓 。 • • • • • 
4 4 . 段 生 經 常 吩 咐 我 做 一 些 非 護 士 本 份 的 工 
作。 • • • • • 一 49 
- 5 -
丨is • i 我 的 工 作 範 鼷 i t j t 楚 地 界 童 下 
仏 • 我 經 常 把 ： 我 所 學 的 護 理 知 繊 r 書 據 實 
際 需 要 ， 利 用 在 我 的 工 作 上 。 . • - ^ ^ G ^ f i t t - i a r … ‘ 厂 
4 7 . 我 绖 常 在 我 的 土 作 中 保 持 專 業 水 平 。 • 为 口 • • • 一 
1 1 8 . 我 的 工 作 並 沒 有 固 定 的 秩 序 和 常 規 依 循 。 • 口 • • • - 5 3 
我 經 常 毫 不 考 盧 就 接 受 上 级 的 工 作 安 排 。 • • 口 • • -
我 继 绩 現 時 的 工 作 只 不 過 是 為 了 锥 持 生 
計。 • • • • • 
p i . 我 經 常 盲 試 把 我 的 想 法 在 日 常 護 理 工 作 
中 實 踐 出 來 。 • • • • - • - ： 拥 - 一 - -
5 2 . 我 的 工 作 並 無 薛 謹 的 規 則 • 去 遵 守 。 • 口 • • • —57 
5 3 . 我 的 工 作 3 不 & 是 一 條 賺 錢 的 途 徑 。 • • • • • —58 
5 4 . 我 的 工 作 與 其 他 類 型 工 作 毫 無 分 别 ， “ 
並 沒 有 什 麼 待 別 意 義 。 口 • • • 一 59 
5 5 . 我 绖 常 發 揮 創 見 去 解 決 工 作 問 題 。 • • • • • . 一 60 — 
5 6 . 我 有 盡 量 發 揮 想 像 力 和 洞 察 力 去 適 應 
我 的 工 作 。 • • • • • —61 
: 5 7 • 我 的 工 作 權 限 並 未 有 被 清 楚 地 界 定 下 來 。 口 • • • • _ 6 2 
:
5 8 . 我 的 工 作 受 到 疲 密 的 管 理 和 監 督 。 • 口 • • • _ 6 5 
V . 、 
！ 5 9 . 我 的 工 作 並 沒 有 什 麼 創 造 性 。 • • • • • 一 64 
[ 全 卷 ， 完 ] 
一 多 謝 合 作 ！ 一 
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